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Abstract

This study w a s concerned with an exploration of the contribution of
professional development and training (PDT) to h u m a n resources capacity
( H R C ) enhancement in the Ministry of Industry and Trade (MOIT) Indonesia.
Professional development w a s defined as the process where individuals
increased their competencies, skills and attitudes to perform better in their
position; for example, seminars, workshops, observations and visits.
Training, on the other hand, w a s seen as an organizational and instructional
procedure by which people learnt knowledge and developed skills for a
certain purpose. The purpose of these strategies is to raise h u m a n working
capability to higher levels to meet the needs of the organization more
efficiently and to enable employees to achieve individual advancement, i.e. to
improve h u m a n resource capacity.

PDT in MOIT was primarily delivered in the Centre of Education and
Training of the Ministry of Industry and Trade (CETMOIT). However, a
number of P D T options were offered externally and by international
agencies.

This study aimed to explore the extent of PDT, and any significant concerns
challenges, improvement processes and strategies to be suggested in the
organization of M O I T . It would lead to recommendations of initiatives for
innovation and improvement of the P D T program within the institution of
MOIT.

A case study research design incorporated six groups of respondents from
M O I T employees which comprised Echelons II, III, IV, V, Trainers and Staff

xiii

v

(n=198). The methods of the data collection included questionnaires,

interviews, and focus group discussions as well as investigation of relevant
documents.

Microsoft EXCEL was used for data entry, and StatView was utilized for tests
of Likert scale data from questionnaires. In particular, the t-Test was
employed to test the significance of difference between population m e a n and
sample means and analysis of variance ( A N O V A ) was used to test whether
the difference of means between the groups of respondents w a s statistically
significant.

The outcomes of the interviews and focus group discussions were transcribed.
The transcripts were coded and placed into categories. Bogdan and Biklen's
(1992) method of organizing words and phrases into coding themes and
categories w a s then applied.

The results indicated the existence of several challenges, concerns and
frustrations within the organization. A m o n g the challenges identified were
the need for systemic assessment of P D T needs, curriculum design and
organizational change. These were linked to concerns about commitment
from top management, collusion, nepotism and discrimination. Respondents
also expresssed frustrations at the inconsistent exercise of the system and
issues surrounding promotion, salaries, facilities and funding.

The conclusions, therefore, were concerned with the importance of
implementing strategies to deal with the concerns in the organization.
Recommendations included a number of initiatives in relation to policy,
formulation of a P D T framework, organizational change and further research,
aiming at addressing these challenges.

xiv

Chapter 1
Introduction

This chapter consists of nine sections. The first section provides the
background for pursuing the study. It elaborates the reasons behind the
researcher's resolve to undertake this research within the institution. In the
second section, a rationale underlying the conduct of this study is presented.
The third focuses on the purpose of the inquiry that reflects aims to be
achieved in the pursuit of this project.

The fourth part of this chapter outlines the context of the research, followe
by the significance of the study to the improvement of h u m a n resource
capacity in the organization. The research questions are provided in the sixth
section, followed by the limitations of the study in section seven. The eighth
section presents the design of the inquiry and the final section offers an
overview of the thesis chapters.

1.1 Background

The Ministry of Industry and Trade (MOIT) is a hierarchically structured
organization led by a government Minister (Appendix H ) . Most of the
operational levels in this hierarchy are referred to as echelons. Within this
structure the institution maintains six Directorates-General and three
Agencies as operational units. For administrative purposes, a SecretariatGeneral manages six Bureaus and five other Centres, while an InspectorateGeneral supervises its operations right across Indonesia.
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The Secretary General, Directors General, Heads of Agencies and Inspector
General are Echelon I officers. They are supported in a range of
administrative andfinancialresponsibilities by their subordinates in Echelons
II to V and by staff. Employees m a y be promoted through the echelons and
staff can be elevated to Echelon V in Regional Offices or IV in Headquarters.
The group referred to as Trainers have a duty to design, provide and evaluate
training activities and are located in C E T M O I T .

The researcher's initial interest in undertaking this study stemmed from h
previous working experience in the Centre of Education and Training,
Ministry of Industry and Trade (CETMOIT) as a middle-manager. During
years of involvement there, the researcher often received ideas and comments
from various people that a study of this type is required for the improvement
of h u m a n resources capacity (HRC) in the Ministry of Industry and Trade
(MOIT).

The depth of the researcher's reasoning and personnel's intellectual conc
for an exploration of professional development and training (PDT) appeared
to be in harmony with the generally accepted perception of C E T M O I T
employees, including trainers. Furthermore, the enhancement of h u m a n
resources capability of M O I T has been included in the organization
development policies for implementation by C E T M O I T . It has gained policy
priority for the next long term development program which is updated every
five years. Although policy is revised regularly, an agenda to harness the
h u m a n resource improvement remains one of the top priorities of the
development agenda.

Currently, the enhancement of human resources capability in this
organization is based on the existing institutional professional development
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and training programs. P D T activities are implemented to allow personnel to
improve their capabilities that could contribute to strengthening the
organization. Training in specific skills is simply one of the ways to realize
this outcome and the professional development program is another w a y that
allows personnel to be involved in the process to enhance their competencies.

In this context professional development is an activity that is concerned
the process by which individuals increase their competencies, skills and
attitudes to perform better in their position. Training, on the other hand, is an
organizational and instructional procedure by which people learn knowledge
for a definite purpose. For example, professional development for Echelon II
officers is k n o w n as "workshop on management executive", whereas the
training for this level is called SEPA M E N . This training normally takes four
months and is conducted either within M O I T or by cooperation with State
Adrninistration Agency (LAN). In P D T delivery to date (Appendix B), there
is one professional development option and one training activity available for
this group.

Professional development for Echelon III officers has four types: seminars,
workshops, observation and visits. Training for this group is called S E P A M A ,
which usually takes three months and is conducted within M O I T . Most of
these P D T options are offered within M O I T , but some are offered externally
and by overseas agencies (Appendix B). This is also true for Echelon IV,
where training is called A D U M and professional development comprises
seminars, workshops and visits. This is designed for candidates w h o hope to
be promoted to Echelon III.

The training for Echelon V officers is also called ADUM, while professional
development for this group is through workshops and seminars. Although
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A D U M for Echelons IV and V seem to be similar, the curriculum loads are
different. A D U M for Echelon IV is designed for one level higher than Echelon
V. The contents of curriculum for Echelon IV focus on managerial load, but
A D U M for Echelon V officers seems to focus on preparation for managerial
capability. Again, A D U M is designed for personnel w h o hope to be promoted
to higher echelon positions.

The training for personnel in the Trainer category (CETMOIT) is known as
P A N C A S I L A (state ideology). This training program is only available for
these officers, but their professional development has two types: workshops
and seminars. These represent eight options, all of which are offered
internally and

in cooperation with other government

organizations

(Appendix B).

The training for Staff is called "career promotion". This is offered inte
the organization. Professional development for these personnel is divided
into four types: seminars, workshops, visits and observation, most of which
are also offered internally.

The existence of these advanced professional development and training
approaches in M O I T is part of the overall strategic policy on h u m a n resource
development. This program,-for the whole personnel of the organization, can
be expected to contain certain strengths and weaknesses. Identifying these
strengths and overcoming these weaknesses needs to be supported and
empowered by top management in an attempt to enhance personnel capacity
development.
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1.2 Rationale

W h y is improvement of m a n p o w e r resources important in M O I T ? The basic
background for answering this question is that through the intervention of
qualified h u m a n resources (HR), this organization can provide efficient and
effective solutions to address the complexities of duties and challenges it will
face in the years ahead. The personnel from top officials to line staff should be
aware of these possible complexities.

The enhancement of manpower resources through professional development
and training practice in M O I T needs to be materialized institutionally. It
should be linked with the overall strategies of the organization's long term
professional development planning policy. To this end, P D T should be
framed in a w a y that it targets the skills and competencies of the employees.

The quality of human resources can be one of the main contributing factors
determining h o w well the organization is performing in its mission. At the
outset of the third millennium - the year 2000 and beyond, challenges might
become more and more complicated facing any organization. In this case, the
improvement of the quality of h u m a n resources is something that needs to be
handled. Professional development and training being explored in this
inquiry could be used as a significant step to deal with this matter.

Nowadays, nations across the globe have become almost borderless, due to
the advent of information technology. For example, people in Indonesia can
n o w freely e-mail and F A X their partners in Australia without having any
hurdles or constraints. This borderless communication m a y certainly have
impacts on the improvement of h u m a n working capacity. In this respect,
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people are challenged to have the capability to control these phenomena. In
order for the organization to be able to survive n o w and in the future, it
should prepare itself to face the more complicated challenge of advancement.

What can be done to deal with these challenges? And, what is the most
valuable asset an organization has? The answer is "people", often labelled as
h u m a n resources. The h u m a n factor can be the most important asset an
organization has and the approach to the development of this resource is the
key factor to organizational success (Armstrong 1988). The researcher believes
that developing the h u m a n factor can be one of the most important steps that
could successfully overcome the challenges facing this organization.

The main motivation the researcher has in deciding to pursue this topic is
based on three factors. Thefirstis the interest stemming from the apparent
institutional need for H R C development. The second, arising from the
researcher's years of working experience in the organization, is the belief that
concerns facing professional development

and

training need

to be

academically explored. The third factor is that an in-depth study of this type
has not been conducted in M O I T .

MOIT has in fact expected that such a study needs to be undertaken to
investigate H R C development in the organization. W h y , to date, has this
study never been undertaken in M O I T ? It is simply because issues relating to
H R C development were viewed as inappropriate to be explored under the
strict dictatorial regime of General Suharto. The reform movement initiated
by Indonesian students actually toppled General Suharto and this has led to
more open democracy and freedom in Indonesia. Consequently, the people
have become more committed to improving h u m a n resources in the public
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sector. This particular change has provided additional empowerment for the
writer to investigate the P D T issues in his organization.

The investigation of professional development and training has become a
heated issue in M O I T and to date little has been done to explore this matter.
This has stimulated the researcher's determination to undertake this study. In
this case, the need to improve the quality of h u m a n resource capacity has
been viewed as an institutional challenge and this inquiry will be expected to
contribute to successful responses to it.

HRC development has been considered as a demanding issue. Consequently,
the investigation into the area of professional development and training can
be viewed as an appropriate step to target h u m a n resources enhancement in
the organization. However, a variety of constraints such as P D T frequencies,
funding, and commitment of top management ought to be resolved
institutionally. The researcher has a strong belief that M O I T employees' H R C
improvement and staff achievement are salient driving factors in the
strengthening of the organizational synergy.

The PDT approach can be used as a means to promote human potential and
to set the organization on the right path. This approach can be powerful in
dealing with the organization's problems. The adoption of an effective
curriculum, employing

qualified personnel, providing adequate pay,

encouraging fair promotion and stimulating personnel to work productively
are amongst the key pillars of H R C improvement that m a y contribute to the
achievement of the mission of the organization.

Ministry of Industry of Trade Indonesia, as one of the public agencies that
concerned with the tasks of handling business regulation, concessionaires,
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product import and exports, certainly faces difficult challenges in the years to
come.

It has to confront the tougher consequences of involvement in

globalization events and organizations such as Association of South East
Asian Nations ( A S E A N ) Free Trade Agreement (AFTA), Asia Pacific
Economic Cooperation (APEC), Asia European Meeting (ASEM), AsianAfrican Conference (AAC), World Trade Organizations ( W T O ) and United
Nations (UN).

These globalization phenomena could lead to the presence of a greater
challenge in the market. They entail indicators such as n e w products, n e w
markets, n e w competencies and n e w challenges for the business world
(Ulrich, 1997).

Dealing with these challenges is not an easy task for the organization. It
should prepare itself to promote its h u m a n resources capacity to address
them. It requires appropriate steps in various areas, especially in the area of
developing

human

resource

capacity via utilization of professional

development and training.

The shift towards tangible and accountable PDT moves should be attempted
in M O I T by pursuing studies that explore professional development and
training. The researcher believes that not only can M O I T have highly
qualified and well trained personnel, but the complicated challenges that lie
ahead can be addressed responsibly and successfully.

1.3 Purpose of the Inquiry

The purpose of this research is to explore the professional development and
training approaches in order to develop initiatives for the promotion of the
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h u m a n resource capacity of M O I T Indonesia. Professional development and
training are implemented by C E T M O I T in the organization.

But, has it

carried out its mission fully to date? This particular question forms one of the
issues being explored in this project.

There is a logical assumption that what we have today is actually the resu
what w e did in the past 15-25 years. Further, what w e have in the next 25-35
years could be the logical consequence of what w e are currently doing. In this
regard, investing in h u m a n development capital m a y be something that does
not work very quickly. Investing in h u m a n resource development is
something like raising plants that need care and attention. The enhancement
of M O I T h u m a n capacity should be orchestrated in a w a y that it answers the
challenges and complexity of the mission, n o w and in the future.

The findings of this study are intended to help CETMOIT personnel to
promote higher levels of skills in planning and delivering professional
development for M O I T personnel. The study is concerned with a variety of
options designed

to enhance personnel's capability for achievement,

performance, career promotion, H R C

improvement and organizational

learning. It also aims to investigate the organizational background, current
practice and the approaches to curriculum needs that could be used to
underpin professional development and training approaches in M O I T .

The outcomes of this study encompass a set of recommendations for
suggested implementation that will be beneficial for the organization. The
initiatives include the analysis of needs and suggestions to deal with concerns
identified by participants in the study. It opens up the issues of curriculum
design and organizational change, as well as other factors such as the
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development of a P D T framework, promotion, and different P D T delivery
options.

1.4 Context of the Study

The context of the inquiry is the Ministry of Industry and Trade, Indonesia.
M O I T is a government institution that handles public affairs pertaining to the
import

and

export of commodities, concessionaires, regulation

and

international trade. The headquarters of this organization is located in the
capital city, Jakarta.

This organization is led by a Minister who is responsible to the President.
employs about 23,000 people from top management to line staff. These are
divided into seven groups, Echelons: I, II, III, IV, V, plus Trainers and Staff.
Trainers and researchers are categorized under the functional line. To support
its daily duties nationwide, it maintains a regional office in each of 27
provinces. The structure of the M O I T organization is attached in Appendix H.

PDT activities may be held in different places. The location of the trainin
be within C E T M O I T , k n o w n as centralized training. If training is conducted
within C E T M O I T , trainers and employees can use C E T M O I T training
facilities.

The activities could also be conducted in the working units under MOIT
where the trainers and instructors can be from C E T M O I T or high- ranking
officials within the organization. This is normally k n o w n as decentralized
P D T . The offerings can be conducted on a transfer basis. This type of option is
normally offered by either national or international organizations as part of
cooperation.

Introduction

10

Those employees w h o manage to have the chance to nurture their
professionalism can go to the location where training is held. For example,
professional options and training m a y be held in C E T M O I T or in other
institutions, either at h o m e or overseas. Should employees be sent outside
M O I T to pursue professional development and training in the international
institutions, they could have more access to a richer experience that would
allow them to learn more to develop and to heighten capacity by immersing
in the global professional development world.

Training is simply one of the tools that can be used to nurture
professionalism. In addition, under professional development, a number of
options are available to develop h u m a n resource capacity, such as coaching,
briefing, observations, conferences and visits.

1.5 Significance of the Study

The outcomes of this study are expected to contribute to the improvement of
the professional development and training programs in M O I T which aim at
heightening the organizational h u m a n resource capacity. The study is
concerned with a set of recommendations that lead to the formulation of a
framework for the planning, evaluation and implementation of P D T
programs in the organization.

The recommendations of initiatives link

people, learning and performance within the institution. The adoption of
these initiatives is expected to enable the institution to be stronger in facing a
more complicated and competitive environment. A clear P D T framework and
a fair career system need to be created to deal with this process.

This study is expected be used as a guideline for the organizational HRC
development to deal with challenges, complexities and a variety of
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constraints facing the institution. It aims at enhancing the P D T framework
that could lead to the improvement of h u m a n resource capacity through P D T
exercises. This could be implemented by C E T M O I T for the purpose of
targeting efficiency and personnel development that leads to a strengthening
of the organization.

The frustrating factors that influence effectiveness and efficiency of
professional development and training in the organization have become
contentious, and need attention. These factors have become an impetus in
encouraging the researcher to undertake this study within this organization.

1.6 Research Questions

In defining the research focus of developing an effective professional
development and training framework for M O I T , this study seeks to answer
the following four questions:

1.6.1. What is the extent of professional development and training within
MOIT?

1.6.2. What are the perceptions of MOIT personnel on concerns and
challenges of M O I T professional development and training?

1.6.3. What professional development and training processes could best
promote M O I T h u m a n resource capacity?

1.6.4. What strategies could enhance the human resource capacity of MOIT?
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The researcher is well aware that answers to the above-mentioned research
questions are achievable and all relevant matters can be accessed and
explored in M O I T . This investigation is closely linked to the researcher's
working experience as a middle manager within the institution. This
particular background encouraged the researcher to pursue these research
questions.

1.7 Limitation

This study is limited to an exploration of the professional development and
training currently existing in M O I T . The main value of the study lies in its
investigation of problems and possible solutions in current professional
development and training practices. The inquiry w a s conducted through
selection of sample within a large population of 23,000 in the organization.
But, of these, only 198 employees were involved in the data gathering. Highranking Echelon I officers were not able to participate in the fieldwork, due to
their busy schedules. Therefore, the outcomes are primarily concerned with
the M O I T

organization, however

applications to other

government

organizations m a y be useful given the particular organizational culture and
context involved.

1.8 Design of the Inquiry

An interpretive case study with a mixed-mode approach using qualitative
and quantitative data gathering w a s employed in this study. The research
design incorporated six groups of respondents from M O I T employees:
Echelons II, III, IV, V, Trainers and Staff (n=198), selected on a stratified
sampling basis.
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The methods of data collection were questionnaires, interviews, focus groups
and document analysis. Microsoft E X C E L and StatView were utilized to
analyze data gathered from the Likert scale questionnaire. The t-Test was
employed to test whether population m e a n and sample means are statistically
different and analysis of variance ( A N O V A ) w a s utilized to test whether the
difference of means between the groups of respondents are statistically
significant.

Interviews and focus group data were transcribed and the transcriptions were
coded and categorized. This system was also used in the data analysis of the
interviews and focus groups under coding categories suggested by Bogdan &
Biklen (1992).

1.9 Overview of the Chapters

This thesis contains seven chapters. Chapter One presents the introduction,
highHghting background, rationale for the pursuit of this project, purpose of
the inquiry, context, and significance of the study. It also covers the areas of
the research questions, limitation, design of the inquiry and an overview of
the chapters.

Chapter Two outlines the Indonesian and institutional contexts of this inqui
in order to provide some insight into the wider national and institutional
context of the inquiry. Relevant literature and previous research are discussed
in Chapter Three. Chapter Four describes the research methods employed in
this inquiry, and results are presented in Chapter Five.

Chapter Six focuses on the discussion of the contentious issues now existing
in the organization arising from the respondents' perceptions, while Chapter
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Seven offers conclusions and recommendations which aim at improving the
professional development and training framework and processes within the
Ministry of Industry and Trade, Indonesia.
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Chapter 2
Indonesian a n d Institutional Contexts

This chapter outlines the geographic, demographic and economic contexts of
the inquiry. The issues of globalization, challenges, politics and government
are presented as they impact on the work of the focus ministry. The contexts
of Ministry of Industry and Trade (MOIT) and Centre of Education and
Training, Ministry of Industry and Trade (CETMOIT) as well as the role of the
researcher in the latter are also discussed.

2.1 Geography

Indonesia is located in the equatorial zone between two great continents:
Asian continent to the North and the Australian continent to the South, and
between the Pacific and the Indian oceans. According to the official handbook
of Indonesia (1993), the territory of the Republic of Indonesia lies between 6°
08' north latitude to 11° 15' south latitude, and from 94° 45' to 141° 05' east
longitude. It is an archipelagogical country with 13,667 islands, including
m a n y uninhabited atolls, rocks, reefs and sandbanks. Of these islands, only
992 are inhabited and fewer than half have names. Its capital city is Jakarta
(Hardjono, 1971).

In terms of area, the greatest islands are Kalimantan, with 208,300 square
miles (28.3% of land area), Sumatra with 182,870 square miles (24.9%), Irian
Jaya with 153,350 square miles (22.2%), Sulawesi with 73,000 square miles
(9.9%), Java and Madura with 51,039 square miles combined (6.9%), and other
islands 66,709 square miles (7.8%). The nation can be called the greatest
archipelago country in the southern hemisphere. This country covers more
than one eighth of the earth's circumference at the Equator with a distance of
16
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3443 miles from the east to the west, and of 1272 miles from the north to the
south.

In August 1999 there was a referendum sponsored by the United Nations
(UN) in East Timor, allowing the people to choose between autonomy and
independence. The people overwhelmingly voted for independence. In
October 1999, East Timor was effectively no longer part of Indonesia. The
Indonesian

People's

Consultative

Assembly, or

known

as

Majelis

Permusyawaratan Rakyat (MPR), met in October 1999 and granted approval
for East Timor's separation from Indonesia.

Indonesia between 1975-1998 was divided into 27 provinces for
administrative purposes. From 2001, the number of the provinces m a y
increase as more regions demand their autonomy under the constitution to
the Indonesian People's Consultative Assembly for the establishment of the
provinces. O n the other hand, the number m a y become fewer if more
provinces demand independence; e. g. East Timor.

Indonesia is noted for its rich natural resources such as gold, diamonds,
silver, coal, iron, aluminum, oil, gas, rice and steel.

The climate in Indonesia is characterized by tropical seasons from 26°C to
32°C all the year, with an average temperature of 28°C in coastal areas, 26°C
in inland and mountain areas and 32°C in the populated metropolitan city
areas like Jakarta, Surabaya, M e d a n and Semarang. A s a nation in a tropical
zone, Indonesia has a high humidity level between 7 3 % to 9 0 % all year long.
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2.2 Population

According to the 2000 census, the Indonesian population has reached 203
million, making it the fourth largest nation in the world, after China, India
and U S A . Although the island of Java is the smallest in size a m o n g those five
big islands in Indonesia, it is the most populated of all. About 6 5 % of
Indonesia's population live in this island. Approximately 4.5% live in
Kalimantan and 16.3% live in Sumatra. About 7.3% live in Sulawesi, around
0.8% live in Irian Jaya with 6.5% live in other islands.

Clearly, the population is unevenly distributed across Indonesia. To overco
this uneven

distribution, the

government

set up

the Ministry

of

Transmigration to handle all affairs relating to population migration, a
process which has come under threat with major socio-political turmoil in
Kafimantan, A m b o n , Aceh and Irian Jaya.

An average annual population growth during the period of 1970-1980 was
2.3%, but this dropped to 1.9% during the period of 1980-1990. The advent of
family planning has been successful in controlling the birth rate, and the
growth rate dropped to 1.6% in 1995 and 1.2% in 1998.

There are about 580 dialects and languages spoken across the nation, each
being normally spoken by a particular ethnic group. A m o n g

these

distinctively different dialects are Javanese, Batak, Sundanese, Acehnese,
Sasak, Dayak, Minahasa, Toraja and Ambonese. To overcome this language
diversity, the government, by constitution in 1945, adopted Bahasa Indonesia
as the national language. This language is also called a unity language,
because it is used as a national language across the country's dialectal
diversity.
18
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2.3 Economy

Between the 1960s to 1980s, the Indonesian economy performed very well.
According to studies conducted by the International Monetary Fund (IMF)
and World Bank in 1997, as quoted by Tambunan (2000), the Indonesian
economy recorded an average growth of 7 % from 1975 to 1995. During this
period of boom, Indonesia w a s called one of the n e w Asian "economic tigers".

However, Tambunan (2000) further notes that in 1998 the Indonesian
economy was hard hit by a deep crisis. Its growth dropped dramatically from
7.9% and 4.7% respectively in 1996 and 1997 to -15.3% in 1998 and -2.8% in
1999. Indonesian political stability improved slightly in 2000, and its economic
growth rose slightly to 2.3%.

Tambunan (2000) suggests that one reason for this crisis is the weak domes
economy foundation with a deficit current account. Other reasons cited are
foreign debt and the depreciation of the Rupiah (Rp) currency. In addition, he
explains that the crisis is caused by factors such as capital flight to overseas,
where investors and businessmen repatriated their capital, political instability
and huge outstanding bank loans.

Furthermore, Tambunan (2000) notes that the economic boom period that
Indonesia enjoyed during the 1980's was shattered by the deep crisis and
recession in 1998 w h e n General Suharto stepped d o w n from the presidential
seat. Consequently, the economic indicators showed that the real Indonesian
per capita income of U S $ 1100 in 1997 dramatically dropped to U S $ 610 in
1998. At the beginning of the rise of the "new order" regime under General
Suharto in 1965, Indonesian average income per capita w a s a low of U S $ 60.
However, at the end of the 1980s this rose significantly to U S $ 500.
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Table 2.1 shows that Indonesian economic indicators dropped markedly, G D P

to -13.6% in 1998, and that inflation rates soared significantly to 80% in t
same period, making Indonesia a troubled nation. This situation became a
serious challenge for Indonesia to address.

Table 2.1 Indonesian Economic
Indicators
Years

G D P (%)

Inflation (%)

1994

7.5

9.2

1995

8.2

8.6

1996

7.9

6.5

1997

4.7

11.1

1998

-13.6

80

Source: Tambunan, T. T. H. (2000). Perekonomian Indonesia:
Beberapa isu penting (Indonesian economy:
S o m e important issues). Jakarta: Anggota
IKA P I Indonesia, Ghalia Indonesia.

According to the study on prices and trends conducted by the Far Eastern
Economic Review magazine (2001), Indonesian GDP growth in 2000 was 5.1%
with consumer-price inflation of 9.1%.

The period at the end of 1998 was the worst experienced since the "new order
regime. At this time, the Indonesian currency recorded the lowest exchange
rate, with US$1 being equivalent to Rp 16,000 Indonesian with an annual
inflation level of 80% to 100%.

Indonesia has not recovered economically from this deep crisis. There are
continuing factors such as political instability, currency instability, IMF
debates and World Bank assistance conditions that need to be addressed.
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2.4 Globalization

Indonesia is highly committed to establishing co-operation with international
communities to encourage its economic growth. It is n o w a member of the
World Trade Organization ( W T O ) , through which Indonesia has worked hard
to export its products and to invite foreign investment. Indonesia is also a
member of the United Nations (UN).

Indonesia has established links with a number of economic forums including
the Association of South East Asian Nations (ASEAN), the Free Trade
Agreement (AFTA), the Asia Pacific Economic Cooperation (APEC), the Asia
European Meeting (ASEM), the Asian-African Conference (AAC), the
International Monetary Fund (IMF), Consultative Groups on Indonesia (CGIParis Club), the Asian Development Bank (ADB), the European Union (EU)
and the World Bank.

Establishing cooperation with global markets would certainly result in
challenge, especially in the area of h u m a n resources. According to Ulrich,
(1997), globalization is a phenomenon that leads to the presence of tougher
challenges in the market. It entails n e w indicators such as n e w products, n e w
markets, n e w competencies and n e w challenges for the business world.
Indonesia is highly aware of this phenomenon and has done its best to
improve the quality of its h u m a n resources capacity within the government
organization under M O I T to meet the global advancement.

2.5 Challenges

Tambunan (2000) notes that Indonesia is faced with a number of challenges
that could have impact on its growth and development. Amongst the
21
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significant challenges that need to be addressed are political stability and
reduction or management of the huge overseas debt.

He further explains that unemployment, low wages, low exports, currency
depreciation, bank interest rates, h u m a n resources development and banking
restructuring are important factors that should be handled. Other issues such
as the need for hugefinancialsubsidies (e.g. oil), investment, deregulation,
capital flight, deficit government budgeting, high inflation, poverty and
market competitiveness present important problems to the nation.

The above challenge factors could influence performance and efficiency of
organizations such as the Ministry of Industry and Trade which is identified
as one of the government institutions being expected to help deal with
economic challenges. In this regard, M O I T needs to work harder to provide a
conducive climate by dealing with a number

of matters including

deregulation, decentralization and debureaucratization, to increase exports of
the country's products and to attract international investment from around
the world. The creation of such an atmosphere for business opportunities
would aim at improving the optimum economic situation, job opportunities
and national prosperity.

2.6 Politics

Indonesia gained its independence in 1945. Historically, the country was
colonized by the Dutch for three and a half centuries, and w a s a Japanese
colony for three and a half years during the Second World W a r , leading up to
the proclamation of independence.
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Since 1945, Indonesia has been led by four Presidents: Dr Sukarno (1945-1965),
General Suharto (1965-1998), Dr B. J. Habibie (1998-1999) and Abdurrahman
Wahid (1999 - 2001).

According to Tambunan (2000), since its independence Indonesia has
experienced three different political eras. Thefirst,called the "old order", was
led by Dr Sukarno. The second, k n o w n as the "new order" was led by General
Suharto and ended in political chaos.The third, led by Dr Habibie was k n o w n
as a "transition era". However, this transition was followed by the fourth,
k n o w n as the "reform era" marked by the rise to power of Mr. Abdurrahman
Wahid w h o w a s democratically elected as the President of Indonesia in 1999.

Initially, under Dr Sukarno, multi-party elections were allowed where tens
political parties took part in the election. However, this was changed by
General Suharto. During his regime only three parties were allowed to contest
the election: Golongan Karya (Golkar), Development Unity Party (PPP) and
Indonesian Democracy Party (PDI). This three party system was changed
again by Dr Habibie, and about 48 parties took part in the 1999 election.

2.7 Government

Indonesia's government is based on a republic model. It is led by the
president assisted by the vice president and a number of cabinet ministers
w h o are responsible to the president. Elections are usually held once in five
years to elect members of parliament and the People's Consultative Assembly
(MPR). It is the members of M P R w h o subsequently elect the president and
vice president. The president then has the prerogative to appoint the cabinet
ministers.
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According to the 1945 constitution, Indonesia is a unitary state based on the
Pancasila ideology with five principles: (1) belief in the one and only God; (2)
just and civilized humanity; (3) the unity of Indonesia; (4) democracy guided
by w i s d o m and unanimity; and (5) social justice for Indonesian people.
Historically, Pancasila ideology has been successfully practised to unite all
regions of Indonesia which consists of hundreds of ethnic groups and
regional dialects, and four religious traditions.

The Indonesian Department of Religion registers five official religions: Isl
Christian-Protestant; Catholic; Buddhist

and

Hindu. Indonesia

is a

predominantly M o s l e m nation. Although about 8 0 % of Indonesian people are
Moslem, it is not a religion-based country. N o n e of its constitution is Islamic
oriented.

2.8 Ministry of Industry and Trade

The Ministry of Industry and Trade (MOIT) handles public affairs pertaining
to the adrninistration of rules and concessionaires of exports, imports, product
quality assessment, industry research and development, and product quality
control both for domestic trade and international markets. It also has the duty
to create conducive climates for businesses, small scale industries and
manufacturers of various products such as machinery, chemicals and metals.
This institution is led by a minister w h o is responsible to the president. Its
headquarters ( H Q ) is located in Jakarta.

Figure 2.1 shows the operational units that handle the main tasks of the
Ministry of Industry and Trade. A more detailed outline of units under the
whole Ministry is presented in the structure of M O I T in Appendix H.
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6 Directorate Generals
Chemical and Agri-Products
Metal and Machines
Small Scale Industries
Domestic Trade
Foreign Trade
Industrial Institution

3 Agencies
Research and Development
National Exports
Commodity Exchange

Figure 2.1 Operational units within the
Ministry of Industry and Trade

This ministry employs about 23,000 people from the top management to the
line staff. It maintains a regional office in each of the 27 provinces. The 23,000
employees are divided into seven employment levels which comprise five
Echelons: I, II, III, IV, V, Trainers and Staff. Trainers and researchers are
categorized under a functional line position and staff are grouped under a
non-echelon line.

There are 22 positions available under Echelon I. This group represents the
positions of Directors General, Expert staff, Secretary General, and Inspectors
General. There are 63 positions available in Echelon II and 450 officers in
Echelon III. The number in Echelon IV is 1500, and there are about 570
positions in Echelon V, most of which are in regional offices. There are 90
trainers employed in C E T M O I T , and the remainder, the Staff group, do not
hold formal echelon positions.

2.9 CETMOIT

The Centre of Education and Training Ministry of Industry and Trade
(CETMOIT) is one of the Centres within M O I T (Appendix H ) . This is led by a
Head w h o is responsible to the Minister, but technically and administratively
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the Head of the Centre is responsible to the Secretary General. The Centre
employs about 150 people from the Head to line staff, including trainers.

CETMOIT has the duty to deliver PDT for the MOIT institution. It plans the
professional development and training program, curriculum and schedule. It
also facilitates the delivery and evaluation of programs in order to enhance
the h u m a n resources capacity in M O I T .

The role of CETMOIT within the organization for the provision of PDT is
clearly reflected in its tasks. P D T can occur in a number of ways. Initially
C E T M O I T registers annual training activities. This training plan is based on
the organizational needs. The contents of the plan are then assessed by the
Head, managers of C E T M O I T and managers from the Secretariat General
agency. This assessment is intended to ensure that the programs meet the
needs of the institution. After this assessment, the list of programs is
approved by the Minister, w h o subsequently requests funding from the
Department of Finance.

To some extent, negotiation can also occur between CETMOIT and the
operational unit (e.g. Agency for Export Commodity) to conduct training. To
this end, both units discuss the requirement and all necessities in relation to
this training delivery. In this activity, trainers can be recruited from inside
C E T M O I T and high-ranking officers in M O I T . C E T M O I T is always prepared
to cooperate with any Agency within M O I T to provide PDT.

This research seeks to explore unmet professional development and training
approaches in order to develop a framework for the promotion of the h u m a n
resource capacity that can be utilized by C E T M O I T .

26
Indonesian and Institutional Contexts

The findings of this study are intended to help C E T M O I T personnel to
promote an enhanced capacity for planning and delivering professional
development and training exercises for MOIT personnel. Provision of
effective professional development and training in MOIT has a great benefit
for institutional capacity development as well as in individual skill and
knowledge investment.

The real activity of PDT is concerned with a variety of options designed to
enhance personnel's capability for achievement, career promotion, HRC
improvement and organizational learning.

2.10 Researcher

The researcher has worked in CETMOIT for almost fourteen years. He has
had a post as a middle manager, designing and planning training for MOIT
employees. The researcher also has held positions as a middle manager in
human resources planning and international relations in the office of the
Coordinating Minister of Industry and Trade, and as a Head for the ASEAN

regional economic cooperation section in the office of Coordinating Ministe
for Production and Distribution. He has worked as a part-time lecturer,
teaching research methodology and English in the University of Kosgoro,
Jakarta.

The researcher's knowledge of the structure and many of the key personnel in
CETMOIT and in various units within MOIT has facilitated the fieldwork
phases of this inquiry.

The researcher managed to finish the fieldwork data gathering due to the
working rapport which had been developed prior to the inquiry.
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Relationships and cooperation between the researcher and the institution
proceeded very well and all participants involved were supportive during
interviews and survey activities.

The researcher believes that developing positive and collaborative human
skills can be one of the most important steps that could successfully overcome
m a n y of the structural concerns facing H R C .

The investigation of professional development and training has become a
heated issue in M O I T , because of perceptions of a lack of opportunities and
poor provision of training. In fact, to date, little has been done to explore this
matter, causing it to become an important concern in the institution,
providing a rationale for the researcher's decision to undertake this study.
The challenge is to facilitate the improvement of the quality of h u m a n
resource development within the organization.
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Chapter 3
Review of Literature

In this literature review the discussion is underpinned by the four research
questions that this study seeks to answer. It is intended to provide an insight
into the identification and location of a theory, practice and a framework to
which this study is directed. The review is structured as follows:

3.1 What are the definitions of professional development and training?

3.2 How have professional development and training frameworks been
identified?

3.3 What concerns and challenges have emerged in professional development
and training?

3.4 What professional development and training processes could best
promote h u m a n resource capacity?

3.5 What strategies could enhance human performance?

3.6 Summary of review of literature.
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3.1 Definitions of Professional Development and Training

In order to have a clear understanding on this literature review, it is nec
to provide definitions of the essential terms, "professional development" and
"training".

Professional development is defined by McCullough & McLagan (1983) (in
Craig, 1987, p. 37) as "the process by which individuals increase their
understanding and knowledge, and/or improve their skills and abilities, to
perform better in their current position or to prepare themselves for a
position to which they can realistically aspire in the near future". McCullough
& McLagan point out that there are a great number of resources, methods,
techniques and approaches to be utilized to target professional development
needs.

However, Guskey and Huberman (1995, p. 270) suggest that professional
development is largely an individual enterprise which "meshes with
instructional concerns for particular classes, with particular moments in the
professional life cycle, and with individual aspirations, towards growth,
change and challenge". This emphasizes the individual, rather than the
organization, as the focus of the professional development exercise. It
suggests that organizations that develop the expertise of their individual
employees should be productive organizations.

The definition provided by McCullough & McLagan suggest that ''training"
can be included in programs of professional development. In fact, Fullan, (in
Guskey and Huberman, 1995, p. 255), notes that, in principle, professional
development has training at its core, with personnel learning h o w to make
changes and bring about ongoing improvements.
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To support this idea, Grant, et al (1997, p. 192) note that training is the most
important tool for ensuring that employees develop skills that are needed in
today's competitive work environment. In this context, they indicate that
learners' needs must be analyzed to provide an accurate and highly visual
impression of the actual training required within an organization.

Tovey (1997, p. 8) provides a definition of training as, "the development of
knowledge and skills to be used immediately, or in the very near future, and
deals with developing people w h o already have, or w h o are just about to
enter, a job which is required in the workplace". This purpose is usually
defined in relation to the goals of the particular organization and as a result of
careful needs analysis, as suggested by Grant, et al (1997).

According to Armstrong (1988, p. 198), training is defined as the bridge that
could close the gap between what people could do and what they should be
able to achieve later, after experiencing training. H e identifies several
purposes of training such as: to ensure that employees could enhance their
abilities and knowledge; to allow them to reach acceptable levels of capability
in their jobs; to improve their performance in their current positions; and to
develop their potential for future promotion or higher salaries.

In the context of training, Rae (1997, pp. 24-25) argues that the purposes are
designed to enhance individual potentials in order to help the institution
achieve its aims. Rae (1997) suggests that there are five essential areas: (1)
identification of training needs; (2) planning and design of training; (3)
training delivery; (4) review and assessment of progress; and (5) evaluate
effectiveness of training. The above areas suggest important purposes in
planning and delivering training in an organization. These could be linked to
one another to enhance satisfaction and the quality of the training.
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These definitions indicate that the practice of professional development is
concerned with the development of capacity through the processes of
improvement of knowledge, skills and attitudes. This improvement m a y be
gained by w a y of involvement in a variety of options. It is essential that
h u m a n resource capacity be enhanced within an organization, because it
could significantly influence organizational performance.

3.2 Professional Development and Training Frameworks

The concept of "framework" discussed in this section deals with the structure
and basic plan of the professional development and training practice. Peel
(1992, p. 72), points out that individual needs should be identified clearly
and used as basic phenomena to be targeted. In effect, the needs factor should
underpin a fundamental plan or framework for the training exercise.

Grant et al (1997, p. 189), also argue that one of the processes to address a
framework is to clearly determine the training needs. They claim that, in
order to develop effective professional development and training, there is a
need to analyze the relevant factors surrounding the training. They suggest
that identifying training requirements involves a number of factors such as
job description, personal profiles and organizational profiles. The job
description analysis is intended to obtain information about employees' duty
backgrounds, qualifications, skills and experiences. The personal profiles
provide data about skills, experience and education, and the capability
assessment provides information about skills, interests and attitudes.

This analysis allows the training practitioners to outline the backgrounds,
skills, attitudes, capabilities and interests of trainees. It suggests steps to be
followed in order to achieve successful outcomes of programs.
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In his study of staff development, Sheal (1992, p. 20) suggests a six-step
process in the design of a framework. These are: (1) identification of
organizational

goals; (2) assessment

of organizational training

and

development needs; (3) analysis of employer's task and targets; (4)
identification of personnel's tasks, targets and needs; (5) design of training
and model; and (6) training delivery and implementation. H e recommends
the involvement of managers to value the importance of encouraging the staff
to be more motivated to m a k e use of the professional development. The
improvement of the capability and performance should be a basic target
which could lead to achieving the goals of an organization.

This is consistent with the claim made by Williams (1981 in Main, 1985, p. 3)
that employee development should be underpinned by clear objectives that
relate to the needs, not only of teaching and ancillary staff, but also of all
participants of the organization within which they perform their duties. The
objective is to diagnose the needs of the staff by identifying the profiles of the
organization. This could provide a basic picture for the approach to
professional development and training.

Peel (1992) suggests that institutions or education and training providers
could be utilized to answer the challenges of promoting effective professional
development. This implies a need to nurture a systematic approach to
professional development and training. Peel (1992) also discusses allowing
opportunities for individuals to further their education to higher degrees for
the purposes of promoting H R C in the organization. H e says that the
assessment of prior learning that individuals possess should be attempted in
order to discover existing levels of skills and knowledge, and to supplement
them to meet the requirements of the organization.
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The above opinions suggest that individual factors m a y be used in
determining the framework of the training implementation. They also suggest
the use of education establishments to assist in the presentation of programs.

With regard to the framework, Rae (1997, pp. 24-25) suggests five relevant
areas: (1) training needs identification; (2) planning and design of training; (3)
training delivery; (4) assessment of progress; and (5) evaluation of training
performance. These five areas suggest important framework in planning and
delivering training in an organization.

Knight (1998, p. 254) recommends the establishment of three essential
conditions. First, program objectives and course availability should be
consistent. Second, the training objectives, learning interaction and evaluation
steps need to be coherent. Third, the time of training implementation should
continuously adhere to the set goals. This coherence within the framework
demonstrates a need for training program practitioners to ensure that the
program targets the real professional needs of the participants.

Similarly, Eraut (1993a, in Guskey and Huberman, 1995, p. 244) points out
that the theory of professional thinking encompasses basic frameworks. H e
says that principles and practices should target individual needs and be
applied systematically in the professional development activities. H e further
argues that it is useful to clearly understand the relevant background of an
individual during the practice of professional development.

Eraut (1993a) suggests five purposes of professional development:
development and adaptation of the individual's repertoire of knowledge;
continuous learning from experience to meet the needs of individual; mutual
observation and discussion with linked practitioners; development of the
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competency level to contribute to the professional life; and development of
competencies to interact with clients and stakeholders. These purposes show
how

individuals are continuously involved in the development of

environments that offer advancement, active absorption and opportunities to
become more professional.

Furthermore, Peel (1992 p. 83) suggests a number of techniques that can be
included in frameworks to deal with the development of training. These
include: (1) type courses; (2) programmed learning; (3) work shadowing; (4)
on-the-job learning and training; (5) the 'meister' system; (6) attachment and
secondment; (7) coaching and tutoring; (8) mentoring; (9) action learning; and
(10) learning contracts.

In a further claim on the training framework, Gilley and Eggland (1989, p. 5)
report the need to enhance the capacity of each individual in an organization.
They argue that the development of people refers to the promotion and
advancement of knowledge, skills, competencies, attitudes and behaviour for
both their personal and professional tasks within the organization. The
provision of clear professional development frameworks could certainly serve
to bring benefits to the organization.

The above views suggest the need for frameworks in the design of
professional development and training. The issues outlined suggest that
professional development and training frameworks should identify goals,
strategies and opportunities for the enhancement of performance. This could
lead to improvement of abilities and qualifications possessed by personnel in
the organization.
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In this regard, by conceptualizing professional development and training
frameworks, the basic program for implementation becomes defined and
understood more clearly.

3.3 Concerns and Challenges in Professional Development and Training

Generally, the exercise of professional development and training is faced wi
some concerns and challenges. Forsyth (1992, pp. 37-53) and Johnson (1993,
pp. 75-90) both identify a variety of important issues facing practitioners:
preparation of training; needs analysis; funding; adequacy of facilities;
materials; curriculum design and commitment of management.

Tovey (1997) lists a number of components that could become concerns in
managing a training system. Those components are: (1) planning; (2) leading;
(3) organizing; (4) staffing; (5) monitoring and (6) marketing the training. H e
further explains that the position of training manager is similar to other line
management positions, so these six components m a y also be applicable to
other managers within an organization.

With regard to these components, Tovey (1997) explains first that planning
training is a process of designing and developing a variety of activities and
resources to ensure that knowledge, skill and attitude outcomes are
identified, and processes, facilities and budgets are planned to facilitate the
operation and meet all the needs originally identified.

Second, "leading" deals with the provision of direction, support and
leadership to achieve the organizational objectives. This demonstrates the
manager's capacity to design the training and to establish relationships with
other managers.
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The third step, "organizing", is very important in managing training. It is
concerned with the coordination of activities of various departments within
the organization. It relates to the system which can be used to identify the
skills the department requires from its employees to perform its various
functions. These skills become the focus for the training operation.

The next component, "staffing" is about hiring competent people who would
handle the training functions. A m o n g these personnel, the organization
should provide motivation and satisfaction for the best achieving employees
so that staff development m a y be enhanced.

Fifth, "monitoring" is defined by Tovey (1997) as the process that checks and
controls the activities of the training function within the organization. It is a
very crucial factor that guarantees the appropriate implementation of
programs. It also can allow the managers to take measures w h e n necessary to
keep the training plan on the right track.

Finally, the "marketing" of training deals with the managers' communication
of the existence of the training and its relevance to the clients' needs in the
organization. It also aims to develop close ties between employees and
management, and emphasize the importance of programs for personal
improvement and promotion.

In further discussion of concerns in professional development, Warren-Piper
and Glatter (1977 in Main 1985 p. 3) mention that it is essential to understand
the idea of systematically harmonizing individual interests and backgrounds
in an organization. They argue that this is necessary for the purpose of
providing information about assessment of career requirements and setting
criteria for improvement. This indicates relevant ways of facilitating the
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assessment of individual needs for the purposes of encouraging participation
in the professional development program.

Furthermore, Warren-Piper and Glatter (1977 in Main 1985) point out that
there should be some clear activities provided, aimed at heightening the
individual's preparedness to accept innovation. The organization should
identify the real challenges facing its training operation. In this respect, the
dominant belief is that the objective of the training exercise is to improve the
performance of the staff.

The importance of determining training needs is also highlighted by Craig
(1987) w h o

argues that training, as one of the steps to nurture

professionalism, should be underpinned by the identification of the
individual's real needs within the organization. H e clearly suggests that the
main purpose of training is to better promote individual capacity and
organizational achievement.

Craig (1987) also explains that the training should include emphasis on some
factors that might bring improvement such as informing of the benefits and
usefulness of training, motivating staff to participate, rewarding changing
behaviour and improving competencies to encourage the development of
professionalism in the organization.

In relation to professional development and training in the organization,
Sheal (1992, p. 13) suggests four challenges to be coped with. These are the
rapid changes in technology, skill shortages, changing demands for
manpower, and tougher competition to meet the market pressures. These
factors should raise practitioners' awareness of h o w to deal with more
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complicated challenges facing professional development and training practice
in the future.

Furthermore, Gilley and Eggland (1989, p. 22) suggest four underlying
reasons w h y managers need to conduct needs assessment in the first place,
namely: (1) identification of problems in the organization; (2) identification of
learning deficiencies; (3) evaluation and (4) provision of the costs and benefits
of the programs and activities. These requirements appear to be in harmony
with the previous challenges facing practitioners noted by Sheal (1992).

In response to this matter, Nilson (1990) suggests the significant role that
training can play in developing a productive work force. H e argues that
implementation of training to target professionalism should be in accordance
with the individual's wants so that they m a y contribute more positively to
achievement improvement. H e indicates a clear benefit of training that can be
observed by practitioners which suggests h o w the existence and the power of
need-based training can be used to target the enhancement of the
productivity of the employee.

Nilson (1990) also explains that the training program practitioner needs to b
aware of the strategies to be used to target personnel's working productivity.
H e argues that, in this regard, a number of relevant factors should be
considered, such as needs analysis, approaches to delivery, productivity
issues and motivation.

Interestingly, Nilson (1990, p. 1) notes that the success of training in
developing the capacity of personnel and generating high productivity could
be labelled as training's "hidden power", possessed by the employees. H e
argues that employees with high productivity in the organization are those
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w h o have high levels of performance and achievement. The high level of
performance involves the employees' mastery of strategies, principles,
experiences and capabilities to handle their chores successfully. Once the
employees have mastered all these performance factors, these could become
the "hidden power" in the management and performance of the organization.

It is clear that needs analysis can be utilized to specify the target of enha
skills, ability, attitudes and performance of the staff. This is basic to staff
development in the organization. In this case, needs analysis can assist the
training designer to address a n u m b e r of relevant questions such as: Is the
training needed? Are the personnel aware of their needs? W h a t are the exact
needs of the organization? W h a t training should be provided? These
emphasize challenges that need to be well observed by practitioners.

Another important concern is curriculum development. This matter is
significant in the delivery of training to enhance personnel's performance for
three main reasons. First, training needs to suit the specific needs of the staff
to w h o m it is directed. Therefore the development of curricula and training
programs needs to be based on a systematic exploration of these needs.
Second, the curriculum needs to be designed with regard to both
environment and resource availability, which are very important matters in
the case of M O I T , with its wide diversity of regions and resources. Third, as
Brady (1983) suggests, curriculum design and planning must reflect the four
essential components (1) the stating of objectives; (2) the selection of content;
(3) the selection of method; and (4) the selection of evaluation procedures (p.
55).

Similarly, Marsh (1986) indicates that the study of curriculum certainly
involves the issues of teaching and learning approaches which deal with
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design of objectives, material selection, implementation and the evaluation of
the learners' performance. This description highlights some elements of the
curriculum.

These could indicate the nature of learning activities, and may also influence
action in real classrooms; i.e. the real curriculum. The real curriculum is what
is really happening in the classroom in terms of interaction. This curriculum
also includes a plan and learning processes which reflect the values that are
underpinned by the development of knowledge and skill theory.

The real approach adopted by the teacher is to target the attitudes and the
values of the learners. S o m e people w h o are involved in the real classroom
activities might see the hidden curriculum as undesirable, but it is inevitable
in any education and training environment Sometimes teachers do not
realize that the hidden curriculum operates in their classroom.

Skilbeck (1984) claims that a situational analysis could be used in curriculum
development by taking into consideration the internal and external factors of
the institution. The external factors could include cultural issues, social
expectations, the education system and its curriculum requirements, facilities,
and other linked institutions. T h e internal factors could be the employees'
attitudes, abilities and

interests, the instructor's experience, funding

availability, and resources.

It is further noted by Skilbeck (1984) that "context-based" curriculum
development should include: (1) diagnosing the needs; (2) designing the aims
and objectives; (3) selecting content, i.e. w h a t subject matter is to be used; (4)
selecting method, i.e. what learning experiences are appropriate in an
organization; and (5) selecting evaluation, i.e. h o w are the results and
performance to be assessed.
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These phases suggest that the purpose of curriculum-making is to consider
information derived from various sources. The objectives reflect both general
and specific learning issues and the range of aspects such as knowledge, skills
and attitudes which underlie the needs of the organization. Skilbeck (1984)
indicates the need for a context-based approach and clear definition of the
scope of the curriculum to be experienced by employees during training
implementation.

In this regard, Skilbeck (1984) suggests that the objective in curriculum
development should be set to determine h o w the course would begin, and
what teaching processes will be used. For example, objectives could state that
after the teaching process, the students could be able to use a computer. This
objective sets out the behavior the learner will acquire from the teaching
process.

Skilbeck (1984) explains that the specification of objectives needs to relat
three domains: (1) the cognitive domain that deals with knowledge; (2) the
affective domain that deals with attitudes and values; and (3) the
psychomotor domain that deals with skills. These objectives specify targets to
be achieved through training.

With regard to this view, Smith and Lovat (1995) claim that the objectivebased curriculum includes elements such as specification of objectives and
outlines of content, instructional methods and assessment of learners'
progress. T o this end, Smith and Lovat (1995) suggest six key questions that
need to be answered in curriculum development. These are: (1) W h a t
knowledge is of most worth to the particular group of learners? (2) W h a t
learning tasks, activity, resources, and content are most effective in assisting
the learners to learn this knowledge? (3) W h a t is the most appropriate w a y to
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sequence these tasks? (4) W h a t is the most appropriate w a y to organize an
inter-related tasks? (5) W h a t is the most appropriate w a y to structure and
provide instruction to complete the tasks effectively? (6) H o w to assess the
learners? (p. 25).

The above six key questions could be very useful in helping practitioners to
deal with curriculum design. In this respect, the items need not be answered
systematically in order. The sequence could begin from any number and
proceed to satisfy the needed purposes. The choice could be m a d e in
accordance with the needs of the training environment as a basic
consideration in the design process.

For the curriculum development to be efficient, the content should be
organized in such a w a y that it could be transmitted in an appropriate model
in the teaching and learning processes. The task is to present material to guide
the learners in developing their concepts, skills, interests, attitudes and
values.

Smith and Lovat (1995) claim that the organization of the teaching process
should be authentic so that it can achieve the real objectives of the teaching
program. In this case, it is necessary to develop the content of the curriculum
so that it relates to the profiles and satisfaction of the organizational needs.

Therefore, one of the characteristics of curriculum development for
professional development and training is that it should foster the competency
and skill improvement needed by the personnel in their field within the
organization. The organization profile represents the real context that needs
to be observed, accommodated and implemented. In this case it is quite
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essential that the diagnosis of the organization needs profile has to be
attempted before the objectives are specified.

There is a consensus between experts about some features of curriculum
development in an organization. For example, Hilda Taba (1962 in Smith and
Lovat 1995, p. 108) agrees with Skilbeck (1984) and Marsh (1986) w h e n she
suggests that needs analysis is an essential approach in curriculum
development. She lists (1) diagnosis of learner needs, (2) specification of
objectives, (3) selection of content, (4) organization of contents, (5) and
evaluation as essential elements in the process, and is supported by Skilbeck
(1984) and Marsh (1986).

It could be beneficial to adopt the above steps in organizing curriculum
development. In this case, the training curriculum in an organization should
feature practices that reflect the teacher's awareness of the learner's real
experience of learning and the content derived from the organization's needs.

In short, context-based curriculum development should feature the real
context and needs of the employees of the organization.

Another issue of curriculum design is the method. According to Smith and
Lovat (1995 p. 108) method is concerned with the w a y in which strategies for
teaching and learning could proceed. They argue that the necessary step in
this method is to provide and facilitate suitable and effective learning
experiences for the learners as the active ingredients of the curriculum in
which they are engaged.

Smith and Lovat (1995) further explain that the method could be concerned
with the understanding of h o w the instructors employ, deliver and organize
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content. The content could be acquired by the learners after it is transmitted
to them in an effective learning mode. To this end, no single method is
necessarily better than another. To increase the possibility of efficient learning
for all individuals, the instructors should select from a variety of methods that
suit each of learners' needs.

Smith and Lovat (1995) note that the term "method" could also be interpreted
as method of curriculum organization. This deals with the subject, activity
and core curriculum forms. For example some practitioners could prefer that
a discussion approach be adopted in the teaching process, while others might
be interested in adopting a conference strategy. So, any method could be
beneficial in accordance with its context or situation.

These arguments suggest some criteria for selecting methods: (1) Method
should beflexibleand varied to meet the needs of learning styles. (2) There
should be an appropriateness in selection of method in relation to employees'
interests, ability and readiness, and competency. This clearly raises the
attention to the teacher's roles as information processor, manager, decisionmaker and problem-solver. Smith and Lovat (1995) explain here that those
w h o are involved in curriculum development should be aware of the complex
issues to be dealt with in conjunction with an understanding of h o w training
should well proceed.

The issue of evaluation is an integral element of curriculum designAccording to Smith and Lovat (1995):

"evaluation is not only concerned with the final
stage of the curriculum process. The w o r d 'evaluate'
contains the w o r d

"value". Evaluation

means

placing some value-based standard or judgment of
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worth

on

a

piece

of information

gathered.

Evaluation in fact, could be said to be the heart of
the curriculum process" (p. 165).

This definition suggests that evaluation takes place in a way that aims to
make a judgment about the overall implementation of the curriculum, dealing
with aim, method, contents and assessment. It indicates that gathered insights
with regard to the implementation of courses and curriculum can be used as
an important focal point in the planning of professional development and
training programs.

Smith and Lovat (1995) also suggest a variety of aspects that should be judg
for the purposes offindingthe weaknesses and strengths of a program. They
say it is necessary to gather information from the learner's involvement and
progress, and the outcomes from this could be used for curriculum policy
development and to see if program modifications are necessary.

Smith and Lovat (1995) argue that evaluation should also include assessment
of learners' achievement in relation to curriculum goals. In this respect,
evaluation must have been valid and reliable. The validity of the evaluation
means that it measures what is supposed to be measured in relation to the
teaching process which is an integral component of course development.
Smith and Lovat (1995) argue that exploration of effective steps for personal
improvement is one of the most difficult jobs in the organization. It aims to
support employees in enhancing their competencies. In practice, this means
that the organization should be committed to investigating what to do in
order to increase the staff capacity. Smith and Lovat (1995) also say that an
organization often needs to observe a learner development model being
exercised by its rivals.
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Ulrich (1997, pp. 61-62) suggests the introduction of benchmarking to deal
with the concerns of H R C development.

H e argues that benchmarking

involves an identification of "best practice" that might contribute substantially
to the exercise of effective professional development

options. With

benchmarking, organizations could collate valuable insights from various
references for use in measurement of training outcomes.

Ulrich (1997) says that the introduction of benchmarking could enable an
organization to gather information, to adopt more advanced technology, to
gain a more friendly management style and to observe other organizations
w h o perform better, identifying valuable steps and standards as a baseline.
Benchmarking allows an organization to m a k e a comparison by referring to a
variety of best practices that could promote its professionalism in a
competitive world.

Similarly, Weeks (2000, pp. 60-65) claims that benchmarking could be
developed as one of the strategies to assist an organization to evaluate and
enhance its performance. This could be used to improve professionalism and
the quality of h u m a n resources capacity.

3.4 Effective Processes in Professional Development and Training

Effective training has been defined by Forsyth (1992, pp. 2-5) as a process th
brings personal improvement and change and ultimately leads to better
organizational performance. According to Forsyth (1992) the training is
successful and effective if it is credible and works positively for the
organization. H e suggests that the training process is effective if it contributes
to positive changes and increases in knowledge, skills and attitudes through
effective learning contexts. The process should lead learners to a better
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awareness of their o w n capabilities and ultimately change their attitudes to
their performance.

In the context of individual enhancement, Jarvis (1986) argues that theories
the development of knowledge, skill, attitude and behaviour might form the
essentials of professional development exercises. H e argues that improvement
could be obtained through participation in effective training, where the
curriculum is orchestrated to enable the individuals to gain competency.

It is pointed out by Jarvis (1986) that professional development activities
could be used as a tool for achieving awareness, consciousness and
advancement for employees. H e argues that a consequence of such attitude
change would be an increased ability to perform competently.

Jarvis (1986) further notes that there is interrelationship between knowledge
skills and attitudes. This is underpinned by the proposition that these
constructs impact on one another through professional development. To this
end, the development of an individual's abilities is certainly related to the
improvement of knowledge, skills and attitudes through participation in
training.

Gilley and Eggland (1992) confirm the opinion of Jarvis (1986) when they
suggest some standards that practitioners should consider w h e n planning
training to enhance h u m a n resource development. These include the
identification of goals and objectives, the identification of demands, location
of training, identification of materials, audit of training, marketing program,
cost-benefit analysis, identification of constraints, and the design of training
activities to ensure "improvement in employee knowledge, skill, attitude, or
abilities" (p. 201).
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These standards relate to earlier studies conducted by the American Society
for Training and Development (in Gilley and Eggland 1989) which identified
31 competencies that need to be acquired by professional development
practitioners. These include such skills as planning, cornmunicating,
presenting, and generally "knowing (and understanding) the techniques and
methods used in training" (p. 321). It might be inferred from this list of
competencies that there are five areas deemed to be significant for the
practitioners: (1) needs analysis; (2) design, development and evaluation of
programs; (3) marketing; (4) cost-benefit analysis; and (5) facilitation of
programs.

In relation to this view, Barner (2000, p. 49) recommends five steps required
by the organization to have an effective process of promotion of
professionalism and leadership: (1) provide s u m m a r y of business aims and
accountabilities; (2) identify possible challenges; (3) list assumptions; (4)
analyze and determine implications; (5) troubleshoot the analysis. These steps
m a y lead to the promotion of managerial capacity and improvement of the
working environment within the organization.

In the context of the enhancement of professionalism for teachers, however,
Dadds (1997 pp. 31-33) notes that in order for them to increase their
professionalism, they need to be flexible to participate in effective continuing
professional development courses. H e suggests that teachers need to nurture
and cultivate their inner knowledge, judgment and w i s d o m effectively, and
use them as valued resources in their professional duty to learners.

In this respect, the model of continuing professional development might
enable teachers to nurture their understanding, attitudes, expertise, initiative,
and judgment to be usefully applied in classroom activity. W h e n teachers try
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to develop these capabilities, they might be contributing to innovation in
education and training development. Dadds (1997) suggests the need to m a k e
use of resources for improvement of professionalism.

However, Dadds (1997) strongly criticizes the concept of the teacher as a
curriculum technician or curriculum deliverer, as this could have weaknesses
and limitations for educational reforms. This notion could m a k e teachers
inflexible and unresponsive to rapid changes that are taking place in society.
A technicist view only assumes that change in a learner's progress takes place
in a linear w a y in a classroom from a teacher that needs to be reformed with
continuing professional development. This view suggests innovation where
teachers must be flexible in dealing with class situations.

These actions suggested by Barner (2000) reinforce the outcomes of a study
conducted by Makki in Indonesia in 1994. This shows the application of an
approach

called "Integrated H u m a n

Resources Management

System"

(IHRMS) as a basis of professional development in a fertilizer factory. The aim
of the study w a s to heighten the staff performance in organization.

Makki (1994) describes how the recruitment of new staff from university
graduates w a s introduced into the company. U p o n their graduation, the n e w
employees were deemed as fresh staff w h o had little experience. U p o n the
beginning of their career in the company they were required to participate in
professional development and training activities as a basic step in developing
their capacity.

It is interesting that the author suggests six phases of professional
development for the lifelong careers of these n e w staff members: (1) h u m a n
resources planning; (2) h u m a n resources recruitment and placement; (3)
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h u m a n resources development; (4) h u m a n resources review; (5) h u m a n
resources maintenance; (6) retirement.

Makki (1994) suggests that in the first phase, human resources planning, all
employees are recruited after the company has completed the planning of the
job specification. Then, in the second phase, the company places the
employees in their department units and provides the on-the-job training. In
the third phase, the company continues to design career planning and
training as part of manpower development.

The fourth phase is concerned with the performance evaluation and appraisal
of the personnel, which is conducted periodically. During the personnel's

working experience in the factory they are continuously evaluated in terms o
their performance, quality, achievement and competency.

Makki's (1994) fifth phase, the human resources maintenance, includes payoff
system, health, compensation system, safety, and other incentives that would
motivate achievement in the company. The sixth phase, retirement, is
stipulated in the company's by-law, that once an employees has reached

certain age they must retire. Upon their retirement, they receive such rights
a retirement preparation course, superannuation and pension.

Makki (1994) concludes that the adoption of IHRMS framework led the
organization to have better personnel performance. The application of IHRMS
in that factory is a part of professional development that has successfully
resulted in benefits of providing qualified, productive and competent
personnel.
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3.5 Strategies that could Enhance H u m a n Performance

According to Blair et al (1996 pp. 20-21), an organization needs to introduce
change process and strategy for improvement w h e n it is required. They argue
that change of policy or direction in the organization should not be
introduced too rapidly. It needs to be wisely planned and implemented with
consideration of all factors. In this case, there is a need to consider all issues of
leadership that require understanding and attention before decisions are
taken.

Blair et al (1996) also explain that change in the organization might lead to
fears and could affect the status of the individual. For example, if staff
members are treated unfairly in promotion, their fears and subsequent
reactions might cause the organization to change the system, thereby leading
to a fairer system of promotion.

It is noted by Blair et al (1996) that the role of top management is a crucial
factor. Management needs to be highly aware that change in the organization
can go ahead, even if the organization is clearly facing threats and challenges.
The management which is about to introduce change should be confident that
the organization will benefit from the introduction of the change. To this end,
change could be enforced for the sake of h u m a n resources improvement.
Before change is m a d e in the organization, it is necessary to analyze various
factors involved in and surrounding the process. The management needs to
have a clear vision before the organization is set to m o v e to a n e w position.

To help management in this step, Blair et al (1996 pp. 20-21) propose an
analysis which explores the strengths, weaknesses, opportunities and possible
threats ( S W O T ) to action that the organization might take for its
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development. They argue that from this S W O T analysis, views could be
charted and the management could consider the "plus" and "minus" factors
that might be used as valuable information before a decision is reached.

The chart presented in Figure 3.1 shows an example of S W O T analysis that
can be used in considering the implementation of training programs.

Strengths (Plus Views):

S W O T Analysis
Weaknesses (Minus views):

+ Highly skilled personnel
+ Well performing organization
Opportunities (Plus Views):

- Funding needed
- Facility required
Threats (Minus views):

+ P D T is powerful for improvement - Possible setback in staff development
+ P D T is a tool to face challenges
- Organizational weaknesses
Figure 3.1 S W O T Analysis

Source: Blair, G. & Meadows, S. (1996). A real-life guide to organization
change. England: Gower.

Figure 3.1 indicates h o w positive and negative views are examined by using
S W O T analysis in the organization. This procedure allows managers to
investigate all positive and negative factors in their actions by listing
strengths, opportunities, weaknesses and threats that m a y affect the
organization if those actions are taken. Thus, outputs from this analysis can
then be used by management to generate strategies for solving the target
problems.

Training can be used as one such strategy but it is not the only step that c
be utilized to address a given problem. According to Peel (1992) & Weeks
(2000) h u m a n resource practitioners should observe and investigate other
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possibilities such as mentoring, observation, conferences, peer-groups, visits,
coaching, proofreading, correspondence, workshops, briefing, collaborative
experience, apprenticeships, simulations, counseling, consulting, project
participation, role-play, incentives and benchmarking.

The following two empirical studies provide evidence on how organizations
have adopted strategies to m a k e their staff more competent by utilization of
professional development and training programs.

The first concerns research undertaken in England by Booth and Hargreaves
(1994). This reveals that postgraduate doctors in hospital and teachers at
schools became more professional after they experienced their real practice
tasks; i.e. to deal with patients and to teach pupils in schools. In this inquiry,
doctors and teachers reported that they responded differently in relation to
the contexts, training patterns and career development. The study describes
h o w the roles of apprentice, mentor, coach, assessor and feed-back consultant
increased their professional capacities.

The second study, carried out by Mevarech in 1994, investigated the effects of
instructional steps k n o w n as " I M P R O V E " - an acronym for "Introducing the
n e w material, Metacognitive questioning, Practising, Reviewing, Obtaining
mastery, Verification, and Enrichment". The research demonstrated increased
students' capabilities for learning after being exposed to the " I M P R O V E "
instructional design. This study further revealed that, with the great emphasis
placed on students' interaction and academic assignment that is central to the
methodology of this instructional approach, they demonstrated a "significant
improvement in their mathematical thinking, problem-solving ability and use
of mathematical language" (Mevarech 1994 in Guskey and H u b e r m a n 1995, p.
153).
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Changes such as these, brought about through staff development, can
stimulate organizational change. In addition, as Smith (1992) points out, other
effective strategies include the organization of resources, motivation of staff,
re-structuring, distribution of tasks, placement and duty transfer, all of which
can be used to boost individual capacity.

In the context of organizational change policy however, Smith (1992) notes
that managers in the organization should be highly aware of possible
pressures originating from inside and outside the organization. H e argues
that the pressures that organizations face could include "privatization,
deregulation, quality, globalisation, down-sizing, takeovers and mergers, and
technology" (1992, p. 156). These factors could force the organization to adopt
a change policy.

It is mentioned by Smith (1992), for example, that deregulation could follow
the loosening of government control of the economy and could boost private
enterprises, while the emergence of globalisation is characterized by the
presence of multinational competition in the market. Furthermore, he argues
that down-sizing, which deals with the reduction of personnel for the purpose
of boosting productivity, could also be adopted in organizational change, and
suggests that information technology could also affect organizational
performance. These days, utilization of technology has become a challenge
that must be dealt with.

It is also noted by Smith (1992) that with organizational change, an instituti
m a y take action through professional development and training initiatives
that match the organizational strategy, personnel needs, and developmental
processes. T o this end, the development of managerial capability is essential
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to reconcile the needs of organizations and the interests of personnel
development.

Smith (1992) further argues that this organizational change allows the
organization to improve achievement, heighten productivity and boost
performance, which in the long run improves h u m a n resource capacity. It
certainly invites the involvement of top managements w h o have the potential
to contribute to h u m a n resource development. But organizational change
does not happen automatically. It must be adequately introduced, planned
and designed by managers and leaders within the organization with the
accommodation of valued insights from analysts and researchers.

In practice, transformation and immediate shifts to organization change coul
cater for n e w developments and phenomena in most areas of business
enterprises. H u m a n

resource performance will improve

only if the

organization management is skillful enough to confront these issues (Smith
1992).

Want (1995, p. 24) claims that management in the organization should
respond to a need for change in a w a y that is suitable to face the challenges
encountered. H e argues that change needs to be m a d e in an organization to
meet the market demands and challenges of competition, and to drive the
organizational performance, achievement and flexibility.

Similarly, Kotter (1990, p. 6) argues that, before change occurs, it is impo
to consider the value of the expected outcome. In this respect, establishing
direction by the management and aligning the individual by words and deeds
might be required to produce change in the organization.
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According to Birnbaum (1990, pp. 4-5) in order for a strategy to work
effectively, management should have high commitment in planning and
practices. H e argues that if the strategy is misdirected and there is a lack of
consistent practice, the employees' confidence might not build and they might
think that the management leading the organization is not committed to the
change. This suggests that the success of the strategy is largely dependent on
h o w it is cared for and directed by the management.

Gilley and Eggland (1992, p. 201) suggest that marketing of programs in the
organization can be used as the strategy by practitioners. They argue that
marketing is an effective method of communicating to others the existence
and the value of professional development programs. It aims to convey the
image, credibility, and quality of programs and strengthen commitment to
the programs.

Tovey (1997, p. 200) confirms this opinion when he suggests that marketing of
training in the organization can be an effective strategy to meet the clients'
needs. H e argues that with marketing, the training managers can explain the
benefits of the programs and exchange items of value with one another, and
with their clients. However, Tovey (1997) argues that, to meet the needs of the
client, managers need to conduct needs analysis for the purposes of designing
appropriate training programs.

3.6 Summary of Review of Literature

The literature indicates that professional development may be defined as a
process by which individuals increase their knowledge, skills and attitudes to
perform better in their position, whereas training is an instructional
procedure b y which people learn knowledge and improve competencies for a
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definite purpose (McCullough & McLagan (1983); Guskey and H u b e r m a n
1995; Rae 1997; Tovey 1997).

According to Peel (1992); Grant et al (1997); and Rae 1997), a framework for
professional development and training should include a basic needs analysis
for the improvement of capacity, design training, program delivery,
assessment and evaluation. This would involve the preparation of job
descriptions, personal profiles and organizational description.

Several authors (Forsyth 1992; Johnson 1993; Ulrich 1997; Tovey 1997) identi
existing concerns and challenges to the delivery of training. These include the
design and provision of curriculum, the evaluation of programs and the need
for benchmarking. There are a number of factors that can affect the
implementation, such as planning, leading, organizing, staffing, monitoring,
and marketing the training (Tovey 1997).

With regard to process, the target should be oriented towards the promotion
of effectiveness, efficiency and institutional strengthening by enhancing
knowledge, skills and attitudes (Jarvis 1986; Forsyth 1992). There is a need for
the organization to identify a number of factors for improvement such as
program

needs

analysis,

evaluation

and

facilitation.

Professional

development and training must be designed to help ensure that personal
enhancement, better organizational achievement, improved productivity and
an increase in performance of the employees can be achieved (Gilley and
Eggland 1992; Barner 2000).

Several authors suggest that strategies need to be identified to target the
enhancement of professionalism (Gilley and Eggland 1989; Blair et al 1996;
Tovey 1997; Barner 2000). They list initiatives such as organizational change,
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marketing and delivery of programs, and the identification of constraints and
demands, possibly using S W O T analysis. Therefore, it is essential that
significant issues such as efficiency and personal improvement can be
assessed institutionally as purposes to be targeted in the professional
development process. To this end, there are a number of strategies that can be
used; e.g. seminars, workshops, conferences, mentoring, coaching, and selfstudy methods (Peel, 1992 & Weeks, 2000).

With the personnel participation in such opportunities, an organization will
possess more qualified individuals with better knowledge, skills, attitudes
and competencies to generate a better and stronger performance. Such
outcomes will lead the organization more successfully to the achievement of
its mission.
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Chapter 4
Research Method

This chapter is divided into nine sections. Section one provides a rationale fo
choosing the topic of this study and the four research questions. In the
second, the m o d e of inquiry is presented. The third part features the data
collection strategies and credibility of the researcher and covers the design of
instrument, data analysis, the trialling of questionnaire, procedure, the
selection of sampling of participants and the researcher's background.

The fourth part deals with the formulation of the inquiry strategy and
contents of questions followed by part five that describes research schedule.
The sixth section provides the assurances of confidentiality, independence
and

anonymity

of the respondents' data. Section seven highlights

trustworthiness of the data followed by part eight that explains participant
rapport. Section nine is the s u m m a r y of the chapter.

4.1 Rationale

Inspired by the needs to develop human resources capacity (HRC) in the
Ministry of Industry and Trade (MOIT) by w a y of advancing professional
development and training (PDT), the researcher felt that an inquiry in this
area in this institution would be beneficial.

Therefore, this study is concerned with the exploration of concerns, strategies
and recommendations of initiatives to be used as guidelines for improving
h u m a n resources capacity in the organization.
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The discussion found in the literature review in chapter three along with the
researcher's working knowledge in the Ministry of Industry and Trade
Indonesia provided the context of this study and led to the formulation of the
four research questions which shaped the design of the research method.

The other drive for the researcher undertaking this investigation was that n
other study of training and professional development in M O I T had been
undertaken to date. Therefore, the results of this study could be used in M O I T
to

boost

institutional

strengthening

and

personnel

development.

Consequently, the need to pursue this study had become increasingly evident
and in fact, reaction from M O I T w a s supportive and cooperative during the
fieldwork.

This study aimed to develop a set of recommendations for the promotion of
the h u m a n resources capacity in the organization. These recommendations
will hopefully serve as initiatives to become chance within the organization.
Therefore, it w a s expected that the study would yield factors which would
contribute to the improvement of H R C , better staff achievement and
institutional strengthening in M O I T . This inquiry w a s necessary in the
Ministry of Industry and Trade, since P D T challenges in the organization had
become general issues.

The inquiry had been structured to address four related research questions:

1. What is the extent of professional development and training within MOIT?

2. What are the perceptions of MOIT's personnel about concerns and
challenges in M O I T professional development and training?
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3. W h a t professional development and training processes could best promote
MOIT's h u m a n resource capacity?

4. What strategies could enhance the human resource capacity of MOIT?

4.2 Mode of Inquiry

The inquiry was a case study which explored the professional development
and training provisions within M O I T and the role of the Centre of Education
and Training, Ministry of Industry and Trade ( C E T M O I T ) in implementing
these provisions. This inquiry employed a mixed-mode approach using both
qualitative and quantitative data gathering and analysis strategies.

The use of both qualitative and quantitative data gathering approaches
enabled the researcher to obtain a triangulation of results. The practice of
triangulation aimed to incorporate multiple sourced data collection from
different subjects on the same issues. This strategy heightened confidence in
trustworthiness of the research findings.

In addition, most respondents indicated that the way the researcher
conducted this inquiry should be fair and frank in considering issues raised
by all six groups of stakeholders: Echelon II, III, IV, V, Trainer and Staff. W h a t
they meant here w a s that the researcher must realistically discuss all issues
raised by the respondents.

Within the organization, there was wide institutional acceptance of the stud
The lower echelons showed their eagerness to improve professionalism in
M O I T , but their enthusiasm had not been really supported by top
management. With this study, they felt that their desires were fulfilled.
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4.3 Data Collection Strategies and Credibility of the Researcher

This

inquiry

necessitated

the

development

of

three instruments:

questionnaires, interview schedules and focus group protocols. In addition to
these, document analysis was also attempted. These strategies were adopted
to answer the four research questions and to ensure the validity,
trustworthiness and confidence in the triangulation of the findings in the
inquiry (Glesne and Peshkin 1992 p. 24).

The approach fitted the research questions and the wide geographical spread
of possible informants. In the data collection process, deliberations were
linked more closely to the four research questions and the literature review.

Figure 4.1 below indicates the research questions and data gathering
strategies along with the relevant instruments for data collection.

Research questions
Research question 1

Research question 2

Research question 3

Research question 4

Data Collection
Instruments
Questionnaires and
Documents
Questionnaires
Interviews
Focus groups
Questionnaires
Interviews
Focus groups
Questionnaires
Interviews
Focus groups

Respondents
M O I T managements,
Trainers &
Staff in H Q and R O
M O I T managements,
Trainers &
Staff in H Q and R O
M O I T managements,
Trainers &
Staff in H Q and R O
M O I T managements,
Trainers &
Staff in H Q and R O

Figure 4.1. Research Questions and Data Gathering Strategies
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Table 4.1 indicates respondents' years of experience in M O I T . Most
respondents had working experience between 5 and 20 years, while only a
small percentage (12%) had experience of less than 5 years.

Table 4.1 Respondent's Years of Experience in M O I T
Years of experience EII EIII EIV

EV Trainer Staff

All

/o

<5

0

0

1

15

0

8

24

12.12

5-10

0

0

36

16

0

38

90

45.45

11-15

0

9

7

7

0

9

32

16.18

16-20

2

27

1

0

2

3

35

17.68

5

3

0

0

9

0

17

8.59

7

39

45

38

11

58

198

100

>20
Total n=

In this inquiry, the sequence of the data collection w a s organized by
distribution of questionnaires, interviews and focus groups. In order for the
researcher to gain perceptions from 27 regional offices (RO), questionnaires
were mailed to reach respondents in these locations, since a personal visit
was not possible for interviews due to geographical distance constraints,
except for three regional offices in Java: Bandung, Yogyakarta and Surabaya.
A total of 165 questionnaires were distributed in the headquarters, Jakarta
and some 135 were sent to 27 provincial regional offices by mail where each
R O received 5 questionnaires.

The researcher had worked in the Centre of Education and Training, Ministry
of Industry and Trade Republic of Indonesia, Jakarta for almost fourteen
years. H e once held a post as a middle manager to design and plan training
and development. The researcher also had held a position as a middle
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manager in h u m a n resources planning and international relations in the office
of Coordinating Minister of Industry and Trade.

To support this study, Head of Centre of Education and Training of the
Ministry of Industry and Trade fully granted approval of this inquiry
(Appendix I).

The responsibilities of the researcher in the fieldwork were to guarantee
trustworthiness of data collection in this survey. The cooperation with people
involved during fieldwork helped the researcher substantially. Arrangement
and cooperation between the researcher and M O I T personnel went very well
and all participants involved were supportive of this study.

4.3.1 Questionnaire

The six groups of informants: Echelons II, III, IV, V, Trainer and Staff i
(including C E T M O I T ) were selected to complete the questionnaires, because
they were the ones w h o had major involvement with P D and training in the
organization. The assumption was that since they were employees of M O I T ,
these respondents were best able to express their perceptions about the issues
to be explored in connection with the research questions.

4.3.1.1 Instrument

The questionnaire was used to gather information about respondents'
perceptions of the extent of professional development and training, concerns,
improvement processes and strategies that could be suggested in the
organization (Appendix A).
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The questions were formulated to answer the four research questions
(Appendix A: questions 1-34). The Likert response scale had five choices:
strongly disagree (SD-1), disagree (D-2), unsure (U-3), agree (A-4) and
strongly agree (SA-5) as presented in Appendix A: questions 7-27.

The first part of the questionnaire (Appendix A: questions 1-4) consisted o
statements seeking information about the respondents' demographic
backgrounds. The second part of the questionnaire comprised multiple-choice
items investigating the current practices of the professional development and
training program (Appendix A: questions 5-15).

The third part of the questionnaire contained a set of questions exploring
respondents' views about improvement of P D T (Appendix A: questions 1627). The fourth part of the questionnaire consisted of a set of open-ended
questions eliciting information about concerns, challenges and strategies
facing P D T in the organization (Appendix A: questions 28-34). The use of
these open-ended questions enabled the respondents to provide their
responses and comments about what concerns, challenges and strategies
could be appropriate in the professional development and training
framework of the institution.

4.3.1.2 Trial of Questionnaires

Before the fieldwork started in Indonesia, seven Indonesian students who
were studying in the University of Wollongong, N S W Australia were invited
to take part in trialling the questionnaire.

The researcher made personal contacts first to arrange the time of the visi
this trialling. The researcher visited them in theirflatsand explained to them
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the aim of the survey. It w a s only after they agreed to take part in the trialling
that the questionnaires were distributed to them.

During trialling, the researcher observed their responses. Respondents
sometimes asked particular questions especially w h e n they were answering
open-ended question items. The researcher used the respondents' questions
and reactions to clarify unclear items found in the questionnaire. The
reactions they gave were in fact helpful later in handling respondents in the
fieldwork.

To increase the reliability of the trialling, the researcher only distribute
questionnaires to students w h o were from government institutions. O f the
seven participants,fivewere from government ministries and t w o were from
government banking institutions. Before the trial started the researcher
informed the students that this w a s only a trial activity. There w a s n o penalty
or effect of this activity on their status in Australia. This information w a s
helpful. It created an atmosphere of friendliness and freedom during the
trialling process.

It wasn't difficult to find some Indonesian students for this trial because
hundreds of such students were studying at the University of Wollongong at
the time.

4.3.1.3 Procedure

The researcher distributed the questionnaires in person to respondents in the
Jakarta headquarters (HQ), and in three cities in Java: Bandung, Yogyakarta
and Surabaya. These three cities represented three regional offices: the
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province of West Java (Bandung), the province of Yogyakarta (Yogyakarta)
and the province of East Java (Surabaya).

However, mail service was the best choice to obtain data from responde
24 regional offices across Indonesia, as the researcher was not able to visit
them personally.

To ensure the return of the questionnaires from each regional office,
envelope with return postage was attached. The respondents were simply
asked to return them within two weeks to the researcher in Jakarta. The
attachment of the return postage was an effective strategy.

Table 4.2 reports the questionnaire response rate for the inquiry with
organization. Of 300 questionnaires sent to the six groups of informants, 198
questionnaires (66%) were returned. These items were gathered by mail and
by personal visits.

Table 4.2 Questionnaire Response Rate

EII

Em

EIV

EV

Trainer

Population

63

450

1500

570

90

Sent

10

51

75

55

19

90

300

Returned

7

39

45

38

11

58

198

% returned

70

76

60

69

57

64

66

Process

Staff

All

20,327 23,000

The data provided in Table 4.3 shows the distribution of returned
questionnaires by Jakarta and regional offices. 113 questionnaire items were
collected from H Q and 85 items from regional offices.
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Table 4.3 Distribution of Returned Questionnaires b y Location

Location
Jakarta:

n =
h

Regional Offices: n =
%

EII

EIH

EIV

EV

Trainer

Staff

All

5

25

24

19

8

32

113

2.53

12.63

12.12

9.60

4.04

16.16

57.07

2

14

21

19

3

26

85

1.01

7.07

10.61

9.60

1.51

13.13

42.93

A s indicated in Table 4.3, the 85 questionnaires from regional offices were

gathered from the six groups of respondents: Echelons II, III, IV, V Traine
and Staff. Of 27 regional offices, only 24 returned the survey. Items from

three regional offices: Aceh, Maluku and East Timor were not returned, quit
possibly due to the turmoil and public commotion occurring in these
provinces.

The respondents were also notified that participation in this survey was

voluntary and that they were free to participate and withdraw any time they

wished with no penalty for those who did not participate. For regional offi

distribution, envelopes with postages were attached to be used for returnin
the survey to the researcher in Jakarta.

The population for this study was defined as those working in MOIT.

Respondents were selected on a stratified sampling basis to ensure that all
levels of the employees in the organization were represented in the

investigation. Gay (1990 p. 107) noted that stratified sampling of selecti
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the process of selecting respondents in a w a y that all groups or levels of the
population were represented in the sampling.

Table 4.4 below indicates questionnaire response rates by regional offices.

Table 4.4 Questionnaire Response Rate by Regional Offices
Location

No
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27

Aceh
North Sumatra
Riau

Jambi
West Sumatra
Bengkulu
South Sumatra
Lampung
Jakarta
West Java
Central Java
Yogyakarta
East Java
Bali
West Nusa Tenggara
East Nusa Tenggara
West Kalimantan
Central Kalimantan
South Kalimantan
East Kalimantan
North Sulawesi
Central Sulawesi
South Sulawesi
South East Sulawesi
Maluku
Irian Jaya
East Timor

Total

EH

Ein

EIV

EV

Trainer

Staff

All

0
0
0
0
1
0
0
0
0
0
0
0
0
0
0
0
1
0
0
0
0
0
0
0
0
0
0

0
1
0
0
0
1
0
0
2
1
1
1
2
1
0
0
1
0
0
0
1
0
1
0
0
1
0

0
1
1
1
0
0
0
1
2
1
1
1
0
0
0
2
2
1
1
1
2
1
1
1
0
0
0

0
0
1
1
1
0
1
1
0
1
0
0
0
1
2
1
0
1
2
1
1
1
1
1
0
1
0

0
1
0
0
1
0
0
0
0
0
0
1
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

0
0
0
1
0
2
2
1
0
1
2
0
2
2
2
1
0
1
1
2
0
1
1
2
0
2
0

0
3
2
3
3
3
3
3
4
4
4
3
4
4
4
4
4
3
4
4
4
3
4
4
0
4
0

2

14

21

19

3

26

85

Table 4.5 below reports questionnaire response rate by units of the
organization both in Jakarta and in regional offices. Both the number of
questionnaires returned from all units and the percentages are indicated.
There are eleven units being covered from H Q representing 5 7 % of the total.
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Table 4.5 Questionnaire Response Rate by Units
No

Units

EII

EIII

EIV

EV

Trainer

Staff

All

%

n=
Jakarta:

l

Secretariat General

1

3

4

1

0

4

13

6.57

2

Inspectorate General

0

2

2

1

0

2

7

3.53

3

Chemical and Forestry

0

2

2

2

0

3

9

4.55

4

Metal and Electronic

0

3

1

2

0

2

8

4.04

5

Domestic Trade

0

1

2

1

0

3

7

3.54

6

International Trade

0

1

2

2

0

4

9

4.54

7

Research & Development

2

2

2

2

0

3

11

5.56

8

Export Development

1

2

1

2

0

2

8

4.04

9

Commodity Exchange

0

3

2

2

0

3

10

5.05

10

Education and Training

1

3

3

1

8

3

19

9.60

11

Small Scale

0

3

3

3

0

3

12

6.06

113

57.07
42.93

Sub total Jakarta
Regional Offices

2

Total Jakarta & R O

7
3.54

%

14

21

19

3

26

85

39

45

38

11

58

198

19.70

22.73

19.19

5.56

29.29

100

During thefielddata gathering, the researcher cooperated with heads of

certain units for the distribution of the questionnaires as indicated in Ta

4.5. This enabled the researcher to have more items returned. An informatio
sheet was provided to inform the respondents that this survey aimed to
gather information and perceptions about professional development and
training in MOIT. The survey explored how the PDT program was
implemented and what PDT framework could be effective to improve HRC
via delivery of PDT in the Ministry (Appendix M).
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4.3.1.4 Selection of Sampling of Survey Participants

The design involved participants from MOIT employees: Echelons II, III, IV,
V, Trainers and Staff w h o were located in Jakarta headquarters and in
regional offices. The stratified sampling basis w a s adopted in this inquiry,
given the fact that M O I T employees were divided into the five Echelons: I, II,
III, IV, V plus Trainers and Staff. Trainers and researchers were categorized
under functional employees.

The same procedure also applied to the respondents in regional offices. In t
context of regional offices, a letter of introduction in Indonesian language was
attached with the surveys informing them that only certain Echelon officers:
II, HI, IV, V plus Trainers and Staff were asked to complete the questionnaires.
W h e n respondents returned the items they had completed the surveys in
accordance with the instruction in the letter.

Echelon I officers were not able to participate in this inquiry, since they
too busy in their jobs. Despite their absence, the sample w a s representative of
the personnel community of the organization with respect to those six groups
of respondents. In that regard, this representative data-gathering certainly
gave reliability and trustworthiness to the data. All cohorts of respondents
were representative of the personnel within the organization.

4.3.1.5 Data Collation and Analysis

Microsoft EXCEL was used for data entry and StatView for tests of the Likert
scale questionnaire data. In particular, Microsoft E X C E L w a s used for
collation of data to discover frequency counts, m e a n and standard deviation
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(SD) and to analyze open-ended data to provide identified themes and codes
for all non-demographic items.

The t-Test was used to see if mean values- sample means and population
m e a n are statistically different. This was employed to determine whether the
difference between the means of those two groups on a dependent variable
w a s statistically significant (Hittleman, et al, 1992 p. 39).

In the context of this study, it was intended to test whether agreement or
disagreement with a statement w a s statistically significant or not. The type of
analysis being employed in this investigation w a s O N E X statistics and
outcomes were calculated for each of X variable. For example, result of the tTest for question N o . 7 revealed: sample m e a n = 2.31; population m e a n = 3; tvalue= -10.98; p-value= 0.0001. The population m e a n was 3, 3 being used
because within the Likert scale of the questionnaire, 3 represented a
hypothesized population mean, U (unsure).

Therefore, if the sample mean was smaller than 3, the perception indicated
disagreement and if it w a s larger than 3, it indicated agreement.

The above results showed that the sample mean was 2.31 for the six groups of
respondents which w a s < 3. This indicated that, overall, the respondents did
not agree with the statement that P D T was easy to obtain. In that matter,
probability level (p-value) w a s used to determine whether the agreement or
disagreement w a s statistically significant. The probability level w a s .0001 (<
.05) which w a s statistically significant under the confidence level of 95%. This
test suggested that disagreement of the whole six groups of respondents with
this statement w a s statistically significant, therefore indicating that employees
found it hard to access P D T opportunities.
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Analysis of variance ( A N O V A ) w a s further used in this investigation to test
the Likert scale data from questions 7 to 27. This test w a s utilized to enable
the researcher to determine whether the difference in means between the
groups of respondents was statistically significant on the variables being
investigated (Hittleman, et al, 1992 p. 39 & Burns, 2000 pp. 294-296). For
example, the adoption of A N O V A in this study allowed the researcher to
identify which pair-wise comparisons a m o n g Echelons II, III, IV, V, Trainer
and Staff were statistically significant.

In this analysis, where there were six independent variables (more than two
categories), A N O V A offered a number of post-hoc statistical tests such as
Fisher P L S D , Scheffe F-test and Dunnett-t that were used to determine which
m e a n differences a m o n g pairs of groups were statistically significant.

The questionnaire response option was devised in the Likert scale version
with five interval choices that produced interval data for the dependent
variables. The independent variable of this questionnaire consisted of six
groups: Echelons II, III, IV, V, Staff and Trainer. This w a s nominal data.
Given these data types, following Cooper in Keeves (1988 p. 705) and
Tuckman (1994 pp. 184-267), this questionnaire data w a s analyzed and
interpreted using parametric procedures.

In addition to the Likert scale items, open-ended questions were used to
invite respondents' perceptions, comments and ideas. The responses to these
questions were coded and entered into E X C E L to tabulate the trends of the
answers. Perceptions were presented according to the six groups of
respondents and were collated with perceptions obtained from interviews
and focus groups for the discussion.
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O n e of the open-ended questions (item 29) w a s designed to ask the
respondents to rank three strategies to improve the h u m a n resources capacity
of M O I T . The method of h o w £ Points were calculated w a s by multiplying
thefirstpriority by 3, the second priority by 2 and the third priority by 1.
These U Points enabled the ranking of each strategy.

4.3.2 Interview

The interview settings enabled the informants to produce responses on the
inquiry issues. Their perceptions obtained through this interview were
recorded for analysis.

4.3.2.1 Instrument

Seven open-ended questions (Appendix C) were utilized in the in-depth
interviews with the M O I T employees to include Echelons II, III, IV, V,
Trainers and Staff (Table 4.6) in Jakarta and in three main cities in Java. The
interviews were designed to capture the perceptions about the provision of
professional development and training in C E T M O I T . They embraced
concerns, challenges and strategies in that professional development and
training.

Some of the participants completing questionnaires also joined the focus
group discussions in R O . However, in some places in H Q the participants
only took part in the interviews, while different participants took part in the
focus groups. It all depended on the readiness of the participants, and
adaptation and cooperation were always negotiated between the researcher
and the respondents.
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The structured interview (Bogdan and Biklen 1992 p. 97) was appropriate in
this study as it enabled the researcher to gain comparable data from a large
population of respondents.

4.3.2.2 Procedure

The researcher visited the respondents residing in Jakarta and in thre
in Java: Bandung, Yogyakarta and Surabaya for interviews. Personal
communications were used to arrange appointments and to set the time and
date for each visit.

The data provided in Table 4.6 below show planned and actual interview
utilized in thefielddata gathering. Of 23 intended participants, only 12 could
take part in the interviews.

Table 4.6 Planned and Actual Interviews
Respondent
Planned Interviews

EI

EII EIII
2

2

3

EIV
3

EV Trainer Staff RO
4
3
3
3

n=

E V Trainer Staff RO
1
2
3
3

n=

23

Activities
Respondent
Actual Interviews

EI
0

EII EIII
1

1

EIV
1

12

During the interview, it was at times necessary to rephrase questions for the
respondents so that they could understand the meanings of the questions.
Probing strategies were used to obtain further elaboration, explanation and
clarification from the subjects.

Interviews were taped and key sentences were transcribed. Creation of a
friendly atmosphere during interviews was necessary. Glesne and Peshkin
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(1992 p. 146) noted that providing a relaxed atmosphere is important for the
acquisition of trustworthy data. This atmosphere w a s created in all the
interviews in this study.

The researcher endeavored to include high-ranking Echelon I officials of the
organization to participate in the interviews. However, since they were too
busy, the researcher w a s unable to include Echelon I official data in the
inquiry.

The interviews were transcribed first from tape to written Indonesian text.
They were then translated from Indonesian into English. The respondents
spoke in Indonesian as this inquiry w a s held in Indonesia. However, for
supervisors and Ethics Committee approval, questionnaires are m a d e
available both in English and in Indonesian.

4.3.2.3 Selection of Sampling of Interview Participants

Participants were selected by level on a stratified sampling basis from MOIT
officers of Echelons II, IE, IV, V, Staff and Trainers (Table 4.6). The researcher
was able to do this because of a working rapport having already been
established in this organization. During thefieldwork,selection of Echelons
II, III, IV, V , Staff and Trainers w a s a convenience sample within a stratified
sample, since M O I T personnel levels were divided into seven units namely,
five Echelons plus Trainers and Staff. Trainers and researchers are categorized
under functional line.
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4.3.2.4 Data Analysis

Interviews were coded and placed into categories. A sample of a coded
category for interviews is presented in Appendix K. For example, if the
respondents gave comments about the insufficiency of books and rooms for
training delivery, these were placed under a coded 'facility' category. This
reflected the categories or themes of the responses that encompassed the
issues of concerns, processes, strategies and other possible issues emerging
from the activities (Appendix K).

Bogdan and Biklen's (1992 pp. 124 & 166) basic method of organizing words
and phrases from interviews under coding themes and categories was
successfully adopted in this interview data analysis. This method allowed the
researcher to sort the interview data so that words bearing on a given topic
could be separated from other words for discussion.

4.3.3 Focus Group Discussion

The focus group discussion allowed the participants of the inquiry to provi
more encompassing views in relation to the research questions. Their views
obtained through this focus group discussion were recorded for further
investigation.

4.3.3.1 Instrument

Seven open-ended questions were used as the core of discussion for focus
group activity (Appendix D ) . The participants in the focus groups comprised
M O I T management, trainers and staff (Table 4.7). S o m e of the participants in
the interviews also joined the focus group discussions in R O , but this w a s not

Research Method

78

obligatory. So, in some places in H Q , the participants only took part in the
focus group discussion. In either case, relations and communication between
the researcher and the respondents remained smooth and cordial.

The focus group discussions sought the perceptions from different
respondents o n the issues. They helped the researcher to obtain the range of
perspectives of participants at different levels of the personnel in the
organization.

According to Morgan (1988 p. 25), a focus group constitutes one specific
technique of investigation to collect qualitative data. This activity aims to use
the group interaction to produce comprehensive data and insights from
various participants in the group. This study focus groups were intended to
capture the perceptions of the extent and nature of the professional
development and training for M O I T employees and their views on concerns,
processes and strategies for improvement.

These interactive settings allowed the participants to produce more relaxed
relevant responses on the inquiry issues. Opinions and perceptions obtained
through discussion were carefully recorded by the researcher.

4.3.3.2 Procedure

The researcher visited the respondents residing in Jakarta and in three citie
in Java: Bandung, Yogyakarta and Surabaya for focus group discussion
purposes. Before the visits, initially, contacts with participants were m a d e to
arrange appointments and to set the time and date of the activities.
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Table 4.7 indicates planned and actual focus groups utilized in thefielddata
gathering. Echelon I officers were not able to participate. Of 24 intended
respondents, only eight were able to join the discussion.

Table 4.7 Planned and Actual Focus Groups (FG)
Respondent
Planned F G

EI
3

EII EIII
3

3

EIV
3

E V Trainer Staff RO

n=

0

24

E V Trainer Staff RO

n=

0

8

3

4

5

Activities
Respondent
Actual F G

EI
0

EII EIII
2

2

EIV
2

0

2

0

During the focus group activities, it was sometimes necessary to phrase and
rephrase questions if asked by the respondents so that they understood the
meanings of the questions. Elaboration, explanation and clarification were
used in the discussion to clarify the difficult issues with the participants.

In the fieldwork, at times the respondents requested the conduct of foc
groups immediately after the interviews. This was done and also enabled the
researcher to continue discussing issues that were not clarified in the
interview and to follow-up important issues arising from interviews. Focus
group discussions were taped and key responses were transcribed from tape
in Indonesian, then translated from Indonesian into English. The focus group
discussions were held in Indonesian.

4.3.3.3 Selection of Sampling of Focus Group Participants

The participants in focus groups were selected on a stratified samplin
within the office of the Ministry of Industry and Trade. The design involved
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participants w h o were employees under six groups: Echelons II, III, IV, V,
Trainers and Staff.

4.3.3.4 Data Analysis

Results from the focus groups were coded and placed into categories or
themes.

A sample of coded category for focus group is presented in

Appendix L. The emergent themes were classified and coded for further
discussion that could lead to discussion and recommendations for
implementation. The m o d e of analysis included the separation of words and
phrases from transcription for coding themes and topic organization
purposes.

As in the interview data analysis, Bogdan and Biklen's (1992 pp. 124 & 166)
basic method of organizing words and phrases from interviews under coding
themes and categories w a s also utilized in the focus group data analysis. This
method allowed the researcher to sort the focus group data so that words
could be classified under given topics and themes.

4.3.4 Document Investigation

A document review of MOIT official records and reports was undertaken.
This strategy w a s intended to explore the extent of current professional
development and training provision and practice.
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4.3.4.1 Data analysis

Assessment of these documents was undertaken to discover the nature, type
of options and provision of professional development and training in the
institution.

4.4 Formulation of Inquiry Strategy and Contents of Questions

Figure 4.2 shows an overview of h o w the contents of questions were
formulated in conjunction with the four research questions to gather data
from the six groups of respondents.

Overview of Contents of Questions
Research Questions
Research question 1 The formulation w a s designed to seek information
about the extent of P D T .
Research question 2 W h a t are some of the issues that reflected concerns and
challenges facing P D T in the institution?
Research question 3 The respondents were elicited to provide answers about
the processes to improve H R C .
Research question 4 The strategies needed in M O I T to enhance
professionalism is reflected in this question design.
Figure 4.2 Overview of Contents of Questions

Figure 4.3 below shows the element of strategy being used to gather data via
the utilization of the contents of questions in the survey from the respondents.
This strategy w a s designed in close relation to the four research questions.
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Research Questions
Elements of Strategy
Research question 1 This issue was covered in questionnaires: 5,6 and in
the analysis of document.
Research question 2 This view was asked via surveys: 7,8,9,10,11,12,13,
14, and 15 and in open-ended question 33. This was
also covered in the interviews and focus groups.
Research question 3 This issue was discussed in items: 16,17,18 and 19 and
in open-ended questions: 28,30,31 and 34. It was also
covered in the interviews and focus groups.
Research question 4 This was elicited in questions: 20,21,22,23,24,25, 26,
and 27 and open-ended questions: 29,32 & 34. This
was also raised in the interviews and focus groups.
Figure 4.3 Elements of Strategy
4.5 Research Schedule

In order for the researcher to be able to complete this inquiry, it was necessary
to outline the research schedule for the whole inquiry activities. Research
preparation took place between September 1997 and October 1998. This was
followed by a consultation with supervisors from October 1998 to February
1999. Proposal presentation was m a d e in March 1999. After presentation, the
field data collection was conducted in Indonesia from March to July 1999.
Data analysis was carried out from August 1999 to February 2000 followed by
thesis writing and consultations with supervisors from March 2000 to April
2001. Finally, the editing, binding and submission were expected to be
completed in June 2001.

4.6 Assurance of Confidentiality, Independence and Anonymity

The data gathering was conducted in Indonesia. During thefieldwork,there
was no difficulty in approaching all respondents because of working rapport
that had already been established in the organization. The researcher was an
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official in the Ministry of Industry and Trade. H e w a s encouraged by this
institution to pursue this type of study since the outcomes were expected to
be used in the development of h u m a n resource capacity within this
organization. The visits to respondents for questionnaire distribution,
interviews and focus groups actually increased the percentage of items being
recovered from the respondents.

In support of this inquiry, the Ministry of Industry and Trade Indonesia
granted an approval for this study to go ahead (Appendix I). This approval
w a s also required by the Ethics Committee of the University of Wollongong.
After all conditions were met, the Ethics Committee formally granted
approval for the inquiry (Appendix J).

The respondents were assured that their responses in the questionnaires,
interviews and focus groups would be confidentially treated and that their
anonymities would be strictly protected.

All taped interviews and focus groups were transcribed first, then translate
into English. The taping w a s utilized for researcher purposes only to enable
the transcription of data. The respondents were informed that all the taped
data from interviews and focus groups discussion were securely stored. The
tapes were erased after a key sentence transcript had been made. Participants
were not identified by n a m e in any of the data collected.

Sometimes a brief discussion took place to clarify obscure items and unclear
issues. This w a s effective to smooth the process of data gathering in the
survey, interviews and focus groups.

Before the respondents started filling out the surveys, a letter to respond
provided to inform them of the aim of this study (Appendix M ) .
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4.7 Trustworthiness of the Data

Methods of data collection, strategies and statistical calculations were
adopted in this study to ensure validity, reliability and trustworthiness of the
data. The reliability of the applied methodologies w a s supported by the
utilization of statistical tools such as t-Test and A N O V A which were found
under the StatView.

The trustworthiness of the data gathering was heightened by the adoption of
the methodological triangulation: questionnaire distribution, interviews,
focus groups and document investigation.

Other factors contributing to the quality of this research included credibili
of the researcher, selection of respondents being represented in the survey,
confidentiality, anonymity, independence of the study and the formulation of
the instruments as in Appendixes A , C and D.

4.8 Participant Rapport

The readiness of the personnel in MOIT Indonesia to cooperate with the
researcher in this survey arose mainly from the fact that they were all staff
members of the institution. The researcher had previously held a middle
manager positions in the organization. The researcher's good rapport with the
participants contributed greatly to the researcher's ability to carry out this
data collection smoothly. There w a s no barrier facing the researcher during
the field data collection because he used his friendship network to
disseminate questionnaires and to m a k e appointments for interviews and
focus groups.
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The distribution of the questionnaires to all units within M O I T in this study

was substantially assisted by this good rapport. This was intended to ensur

confidence in the triangulation of results. The population for this study w
defined as the employees in MOIT who have involvement with the context of
this inquiry

4.9 Summary

This chapter has described the research methods used in the inquiry and
covered the rationale, the mode of inquiry, the data collection strategies
credibility of the researcher, the formulation of inquiry strategy and the
contents of questions, and the research schedule.

Assurances of confidentiality, independence and anonymity of the
respondents, trustworthiness of the data and the strength of participant
rapport were also discussed.

The results of this study, the discussion and the conclusions and
recommendations for implementations are presented in the next three
chapters.
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Chapter 5
Results

This chapter begins with an overview of sources of data arising from the six
groups of respondents: Echelons II, III, IV, V, Trainer and Staff. This is
followed by data from surveys, interviews, focus groups and documentary
evidence, and an overall summary of results. The data sources used to elicit
these results follow the sequence of the four research questions as indicated in
Figure 5.1.

Research Questions
1. What is the extent of professional
development and training within
MOIT?
2. W h a t are the perceptions of M O I T
personnel about concerns and
challenges related to current
professional development and
training?
3. W h a t professional development
and training processes could best
promote M O I T h u m a n resource
capacity?
4. W h a t strategies could enhance the
h u m a n resource capacity of M O I T ?

Data Sources
Survey questions: 5 and 6.
Documents.
Survey items: 7,8,9,10,11,12,13,14
and 15.
Open-ended question 33.
Interviews and focus groups.
Questionnaire items: 16,17,18 & 19
Open-ended questions 28,30,31,34.
Interviews and focus groups.
Survey items: 20,21,22,23,24,25,26
and 27.
Open-ended questions 29,32 & 34.
Interviews and focus groups.

Figure 5.1 Sources of Data by Research Questions

5.1 The Extent of Professional Development and Training within M O I T

As indicated in Figure 5.1, this section outlines the findings from the survey,
documents and records relevant to research question 1. The extent of
respondents' involvement in P D T is analyzed in terms of rank and location.
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5.1.1 Survey

The distribution of P D T in M O I T is indicated in Table 5.1. This summary is
drawn from a more detailed data set, Appendix B. It shows the involvement
in P D T by rank: Echelons II, III, TV, V, Trainer and Staff; and by location:
headquarters (HQ) and regional offices (RO). It lists the number of personnel
in each group, the frequency of their engagement in both P D and training,
and the extent of their involvement as percentages of their particular group.

Table 5.1 Summary of Involvement in P D T by Rank and by Location

Rank

Professional Development

100

N
2
14
21
19
3

94

26

71

7

N
5

100

39

25

96

45

24

100

V

38

19

84

Trainer

11

8

Staff

58

32

Echelon

N

n
m
rv

HQ

RO

HQ

Total

Training

%

RO

%

N

%

100

5

100

43

25

44

95

24

79

53

19

89

100

8

100

N
2
14
21
19
3

%

100
36
43
42
67

32
26
87
38
Source: Appendix B

The data in Table 5.1 indicate that there is an uneven distribution and
participation in P D T by location. For example, people in headquarters have
greater access than those in R O . Echelon II has 100% involvement in both P D
& training in H Q and R O , while Echelon III has 9 6 % involvement in P D at
H Q , but only 4 3 % in R O . Echelon III achieves training levels of 4 4 % in H Q
and 3 6 % in R O . Echelon IV achieves levels of 100% and 95 % for PD, but only
7 9 % and 4 3 % for training, while Echelon V records 8 4 % and 5 3 % for P D and
8 9 % and only 4 2 % for training. The Trainer group records 100 % levels in all
categories except for training in R O , where they have 67%, and the Staff
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group achieves P D levels of 9 4 % in H Q and 77% in R O and training levels
8 7 % and only 3 8 % respectively.

5.1.2 Documents and Records

Figure 5.2 reports data obtained from research in C E T M O I T documents. It
indicates the range of P D and training activities typically offered by
C E T M O I T for personnel in all response groups.

Professional Development
Technical workshops:
1. Personnel
2. Computer
3. Free trade
4. Economy analysis
5. Term trade
6. Basic professionalism
7. Business communication
8. Basic industrial engineering
9. Computer
10. M O T (Management officers
training)
Functional Workshops:
1. Research and development
2. T O T (Training of trainers)
3. Library
4. T O C (Training officers course)
5. Statistics
6. Treasurer course
7. Industrial counseling
8. CEFE (Course of Entrepreneurship
for Enterprise)
9. Commodity quality test
10. Metrology
11. Industrial engineering

C E T M O I T Training
Structural training is divided into 3
levels:
1. A D U M (Lower management)
2. S E P A M A (Middle management)
3. S E P A M E N (High management)
This S E P A M E N is organized by L A N State Administration Agency.

Figure 5.2 M O I T Professional Development and Training Options.
Source: Center of Education and Training,
Ministry of Industry and Trade (1998).Training Delivery Report. Jakarta.
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Figure 5.2 shows that the professional development and training options
delivered in 1998 cover two types of professional development: technical
workshops that

encompass ten options, and functional workshops that

include eleven choices. They also involve three types of structural training:
SEPAMEN, S E P A M A and A D U M . The availability of these activities has
mainly depended on the amount of funding and the degree of cooperation
between MOIT and LAN.

According to the CETMOIT documents researched, the professional
development and training opportunities in the organization mainly focus on
participation in several activities: training courses, seminars, workshops,
visits and observations in factories, both at home and overseas. Most of the
options are offered internally by the organization, but some are conducted
externally and by international organizations. There is an uneven distribution
of and participation in PDT by location. People in headquarters are more
advantaged than those in RO. This situation may lead to challenges for
officers in the provinces.

5.2. Concerns and Challenges of MOIT Professional Development an
Training Program

Figure 5.3 shows the sources of data on research question 2 in this
investigation.

Research Question 2
What are the perceptions of M O I T
personnel about concerns and
challenges related to current
professional development and
training?

Data Sources
Survey items 7,8,9,10,11,12,13,14,
&15.
Open-ended question 33.
Interviews and focus groups.

Figure 5.3 Data Sources by Research Question 2
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The analysis of data in this section uncovers issues of access, the effectiveness
of trainers, and the relevance and quality of courses. It opens u p the areas of
the perceived value of P D T , funding, facilities, actual needs, evaluation, and
other factors found frustrating by M O I T personnel.

5.2.1 Access to PDT

More than half of the respondents (n=136; 68%) disagreed with the statement
that P D T was easy to obtain. 1 0 % agreed and 2 1 % were unsure (Question 7).

The t-Test was employed to assess the difference between the sample mean
(2.31) and the population m e a n (3). This difference was statistically significant
(t= -10.98) at the p = 0.0001 level, indicating overall agreement that P D T w a s
NOT easy to obtain in the organization.

Table 5.2 suggests that amongst the six groups of respondents, only Echelon
seem to believe that P D T is easy to obtain. Echelons III, TV, V, Trainer and
Staff don't believe that P D T is readily available.

Table 5.2 M e a n Scores of Six Respondent Groups by Item 7
No

Question

El[I

EI II

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

7 P D T is easy to
obtain

3.29 0.95 2.41 0.99

2.31 1.01 2.16

0.68

2.18 0.87

2.26 0.74

W h e n these m e a n scores were further investigated using A N O V A , the
difference between groups of respondents was not significant (p-value= .056
and F-value= 2.2), corufirming the general proposition a m o n g the groups that
it was NOT easy to participate in P D T in the institution.
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Analysis of Echelon IV interview data confirm respondents' views that P D T
needs to be more easily accessible. These respondents suggested that
participating in P D T is difficult so far. They also indicated that the program is
held infrequently and the number of options is limited compared to the
number of personnel in the organization w h o would like to participate.
Individuals often are placed in a long queue to be able to participate in PDT.

Analysis of Echelon III focus group data reflects respondents' perceptions th
the provision of P D T w a s closely related to funding. The data revealed that
there was an "injustice of funding provision a m o n g levels of echelons". A s one
respondent said, "higher officials in the organization normally have easy
access to P D T because funding for them is sufficiently provided". However,
funding for training for lower echelons is usually "limited". Consequently,
lower echelon officers find it "hard to participate in the P D T options".

5.2.2 Effectiveness of Trainers

More than half of the respondents (n=110; 56%) disagreed with the statement
that trainers are effective; 2 3 % agreed, 2 0 % were unsure and 1 % left the
questions blank (Question 8).

The t-Test results at p-value: .0004, t= -3.59 indicated a significant differ
between the sample m e a n (2.72) and population m e a n (3). This significant
difference indicated agreement that respondents have NOT

found the trainers

to be effective.
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The results shown in Table 5.3 demonstrate a difference in perception
between groups.

Table 5.3 M e a n Scores of Six Respondent Groups by Item 8

No

Question

El[I

EI [I

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

8 Trainers are
effective

3.29 0.76 2.18

0.69

2.50

1.09

3.10

1.11 4.00 0.89 2.67

1.10

W h e n these item m e a n scores were investigated employing A N O V A for all
six groups, a significant difference between groups was obtained at p-value:
.0001 and F-value: 7.63, suggesting that Trainers were convinced that they
were effective, and Echelon II and V officers were also inclined to agree.
Other groups: Echelons III, IV and Staff were not sure of the trainers'
effectiveness.

The Echelon in interview data contain informants' comments that in general
they were unhappy about the trainers. A typical judgment was that some of
the trainers being stationed in C E T M O I T are those w h o are redundant
(outcast: "buangan") and showed unsatisfactory performance.

Echelon IV focus group data support this judgment. The perceptions were
that there had been an inappropriate practice in the recruitment of trainers.
Participants felt that low qualifications, nepotism and the inability to teach
were some of the factors contributing to trainers' ineffectiveness. They
suggested that these matters need to be addressed.
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5.2.3 Relevance of Training

On the question of whether training met their needs, 31% agreed, some 68
(34%) were unsure and 3 3 % disagreed (Question 9).

The t-Test analysis at p-value: .897, t= -.129, suggested that there is no
significant difference between the population m e a n (3) and the sample m e a n
(2.99). Thus, overall, the respondents seemed to be unsure on whether the
contents of the training courses met their needs.

Table 5.4 shows a different perception on whether the contents of training
courses meet the participants' needs.

Table 5.4 M e a n Scores of Six Respondent Groups by Item 9

No

Question

El[I

EI [I

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

9 Contents meet
needs

3.50 0.84

3.10 1.12

2.84 0.77

3.32

1.19

4.18 0.60

2.53 1.11

W h e n the question m e a n scores (Table 5.4) for all six groups were analyzed
by utilizing A N O V A , a significant difference between groups at p-value: .0001
and F-value at 6.52 was established, demonstrating the perceptions that
Echelons II, III, V and Trainers appear to be more certain on the relevance of
framing, however, Echelon IV and Staff members appear to be unsure about
this issue.

Staff interviews indicate some uncertainty among members about the
relevance of the training to their immediate needs. The following summarizes
comments m a d e by Staff. Training contents need to be relevantly organized to
target the real 'needs' of this organization. The basic consideration for
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program contents should be the real mission and tasks of the personnel. They
felt that in order to achieve this target it m a y be necessary to attempt a needs
analysis for the organization.

However, investigation of Echelon II focus group data suggests that
respondents' perceive that the contents of the training do enhance their
achievement in the agency. They felt that the contents were relevant enough
for them.

5.2.4 Quality of Courses

Almost half of the respondents (n=98; 49%) agreed that courses improved
their performance; 2 7 % disagreed and 2 3 % were unsure (Question 10).

The t-Test outcome at p-value: .0002, t= -3.74, indicated a significant
difference between the population m e a n (3) and the sample m e a n (3.31).
Therefore, there w a s a general agreement that workplace performance is
improved through training courses.

The results shown in Table 5.5 indicate that each group except Echelon IV fe
that the courses provided were of high quality.

Table 5.5 M e a n Scores of Six Respondent Groups b y Item 10

No

Question

E][I

EE[I

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

10 Courses
improve
performance

Results

4.14 0.69

3.79 1.08

2.96 1.11

3.21

1.09

4.30 0.48

3.05 1.21
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W h e n these m e a n scores (Table 5.5) for all six groups of respondents were
further examined using A N O V A , a significant difference between groups at
p-value: .0001 and F-value at 5.59 w a s established, indicating agreement
among Echelons II, III, V, Trainers and Staff that training courses improve
performance. The exception is only Echelon IV.

In the interview data, different groups expressed different perceptions. The
views which were representative of the perceptions expressed by Echelon IV
generally were that participants were unsure whether the training courses
have really improved their performance. They felt that there w a s no clear
change in their performance after they had experienced the training.

However, Echelon II officers explained that they had experienced a PDT
program of good quality and that the training programs were effective in
improving their achievement.

These views were reinforced by the interview data from the Trainer group
w h o expressed confidence on the value of professional development and
framing for h u m a n improvement.

5.2.5 Value of PDT

The majority of the respondents (n=166; 83%) agreed that participation in
P D T heightened their skills and competencies; 17 (8%) were unsure, 12 (6%)
disagreed and four (2%) left the questions blank (Question 11).

The t-Test result at p-value: .0001, t= 17.38, indicated a significant differ
between the population m e a n (3) and the sample m e a n (3.90). It indicated
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agreement with the statement that professional development increases the
respondents' skills and competencies.

Table 5.6 indicates a consensus by all groups that PDT increased their skill
and competencies.

Table 5.6 M e a n Scores of Six Respondent Groups by Item 11
No

Question

El[I
Mean SD

EI 11
Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

11 P D increases
skills

4.57 0.53 4.03 0.63

3.86 0.73

3.74 0.76

4.20 0.42

3.83 0.77

W h e n these item m e a n scores for all six groups of respondents were analyzed
employing A N O V A , a significant difference between cohorts at p-value: .041
and F-value: 2.36 w a s obtained. Despite the differences between Echelon II
and Staff, each group feels that P D T has a positive effect on competencies.

Analysis of Echelon III group interview data suggested that the improvement
of participants' competencies w a s the target they should achieve in a P D T
program. They felt that participation in training and workshops w a s
beneficial for skill advancement and that a lot can be obtained from P D T
opportunities that could allow them to be more professional.

Supporting views expressed in Echelon IV focus group data reflect the
perceptions that P D T availability needs to be increased to cater for the
increasing n u m b e r of personnel wishing to participate in the activities. They
suggested that P D T w a s powerful in enhancing ability to perform better in
their organizational roles.
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5.2.6 Funding for P D T

Some 23 (11%) agreed, 84 (42%) disagreed and almost half of the respondents
(n=91; 45%) were unsure whether funding for P D T delivery w a s adequate
(Question 12).

The t-Test analysis at p-value: .0001, t= -5.22 suggested a significant dif
between sample m e a n (2.70) and population m e a n (3). Thus, overall, the
respondents indicated agreement that funding was NOT adequately provided
forframingdelivery.

Table 5.7 indicates uncertainty among four groups of informants on the
matter of funding being adequate for P D T delivery.

Table 5.7 M e a n Scores of Six Respondent Groups by Item 12
No

El[I

Question

EI [I

Mean SD Mean

EIV

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD Mean SD

12 Funding is
adequate

3.00 0.63 3.03

0.67

3.04 0.71

2.68

0.87 3.18 0.40 2.12 0.59

W h e n the m e a n scores for all six groups were investigated using A N O V A , a
significant difference between groups at p-value: .0001 and F-value: 13.46 was
established. These results show uncertainty among four groups of informants
(Echelons II, III IV and Trainers) on the adequacy of funding for P D T
opportunities. But, Echelon V and the Staff group are inclined to disagree
with the statement.
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Some individuals in the interviews commented:

...."it appears that CETMOIT officials have been faced with a difficulty
to deal with insufficient funding fortiainingprogram. There is a need
for this agency to approach the leader of this organization to supply
adequate funding for course program". (Echelon III).

...."to provide enough funding to finance quality framing is really
necessary. It remains the main constraint behind the effort to nurture
h u m a n resources capacity in this organization". (Echelon V).

..."budget needs to be increased to enable lower staff to participate in
the framing activities. So far, staff has found it hard to be involved in
framing opportunities. The management should be committed to
provide adequate funding for training delivery". (Staff).

The Trainer responses in focus group recommended that MOIT make use of
international aid organizations such as AusAID, World Bank and Colombo
Plan. They felt that these institutions can be utilized to obtain more funding to
enable C E T M O I T to deliver adequate P D T options within the organization,
aiming at enhancing the personnel capacity.

5.2.7 Facilities

More than half of the respondents (n=121; 60%) agreed that facilities need
improvement; 2 7 % were unsure, 12 (6%) disagreed and ten (5%) did not
respond (Question 13).

The t-Test showed a significant difference between sample mean (3.52) and
population m e a n (3), at the p-value: .0001, and t= 8.38. It indicated agreement
with the statement. Thus, overall, the respondents considered that facilities of
P D T need to be improved.
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Table 5.8 shows that a difference of perception exists between Staff and other
Echelons over the issue of facilities in C E T M O I T .

Table 5.8 M e a n Scores of Six Respondent Groups by Item 13

No

Question

El[I

EIII

Mean SD Mean

EIV

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD Mean SD

13 Facilities
needed

3.57 0.98

4.00 0.33

3.86 0.67

3.44

1.08

4.00 0.00

2.89 0.77

W h e n the item m e a n scores for all six groups were further examined using
A N O V A , a significant difference between groups w a s obtained at p-value:
.0001 and F-value: 13.64. There is a difference between Staff and all other
groups, but all five Echelons expressed a need for improved facilities for P D T
implementation in the centre.

Investigation of Echelon III interview data also indicated that most employee
in the organization have been concerned with the availability of facilities for
PDT. There is a widely perceived need to improve the current facilities to
cater for training delivery in the agency.

Trainer focus group data indicate a need to address the funding constraint fo
facilities provision in C E T M O I T in the years to come. Trainers noted that the
year 2000 and beyond will bring "tougher challenges" and that, consequently,
C E T M O I T should provide adequate facilities for training program delivery.
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5.2.8 Actual Needs

Some 78 respondents (39%) were unsure whether training provided by
C E T M O I T w a s based on the determination of training needs; 70 (35%)
disagreed and 50 (25%) agreed (Question 14).

The t-Test result at p-value: .22, t= -1.23, population mean, 3 and sample
mean, 2.90, suggested that the difference between the means was not
statistically significant. Overall then, the respondents seemed to be unsure
whether needs analysis was used by C E T M O I T to design training.

Table 5.9 shows different views between groups on whether training
provided by C E T M O I T is based on needs analysis.

Table 5.9 M e a n Scores of Six Respondent Groups by Item 14
No

Question

E][I

EI [I

Mean SD Mean SD

EIV
Mean SD

EV

Trainer

Staff

Mean SD Mean SD Mean SD

14 Training is
based on need

3.14 1.34 3.28 1.00

2.76 1.21 2.74 0.72

3.70 0.82

2.71 1.20

W h e n these m e a n scores for all six groups were investigated using A N O V A , a
significant difference between groups at p-value: .01 and F-value: 2.87 w a s
established. This difference demonstrates that Echelons II, III and Trainers felt
thatfrainingw a s based on needs analysis determination. However, Echelons
IV, V and Staff seemed to be uncertain as to whether P D T was based on needs
analysis.
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O n e individual in the interview commented:

...."it is not clear whether the needs analysis in our fraining has been
attempted. Employees find it difficult to participate in the course
opportunities, because of the limitedfrainingavailability. In this case
it is hard to see h o w the needs analysis works". (Staff).

Echelon II focus group data indicate that there seems to be uncertainty on the
application of needs analysis. However, they urged that "needs analysis" be
undertaken in M O I T and perceived that it is necessary to ensure that fraining
programs suit personal needs.

5.2.9 Evaluation Follow-Up

Almost half of the respondents 92 (46%) agreed that fraining evaluation is
seldom followed up; 3 4 % were unsure and 1 9 % disagreed (Question 15).

The t-Test result at p-value: .0001, t= 4.48, showed a significant difference
between sample m e a n (3.34) and population m e a n (3). It

suggested

agreement with the statement. Thus, overall, the informants expressed the
belief thatfrainingcourse evaluation w a s seldom followed up.

The results in Table 5.10 show that each of the groups considers that fraining
course evaluation is seldom followed up in the organization.

Table 5.10 M e a n Scores of Six Respondent Groups by Item 15

No

Question

El[I

EI [I

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

15 Evaluation no
follow up

Results

3.86 0.69 3.38 1.11

3.18

1.09

3.37

1.08 3.30 0.82 3.39

1.15
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W h e n these m e a n scores for all six groups were examined using A N O V A , the
difference between groups w a s not statistically significant at p-value: .73 and
F-value: .55, confirming the perception a m o n g groups that course evaluation
was seldom followed up in the agency.

One individual in the interview said:

....it is worthwhile to pursue the follow up of evaluation of fraining
activities, since this will allow officers to modify future program.
(Echelon III).

Another interviewee said:

....with evaluation, we are able to detect what weaknesses might affect
the P D T exercise and what steps need to be taken to deal with
challenges. (Echelon V).

A third participant commented:

....insights that are gleaned from officials need to be considered and
followed up, because their inputs can be beneficial to improve
professional development andfrainingdelivery. (Staff).

Echelon IV focus group data indicated that the matter of the follow-up of
fraining evaluation in the agency has become a contentious issue. Members
felt that evaluation is essential to accommodate insights arising from
participants' feedback. They suggested that with the outcomes of evaluation
being followed up, the fraining program can be implemented to show a
change process.
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5.2.10 Frustrating Factors

Table 5.11 provides a s u m m a r y

of frustrating factors identified by

respondents in all groups (Open-ended question 33). This s u m m a r y is drawn
from a more detailed data presentation in Appendix E. It lists the factors, their
frequencies and the percentages per group in order of total scores.
Table 5.11 Frustrating Factors Facing P D T
Frustrating
Factors

No
1

2
3
4
5
6
7
8
9
10

Corruption,
collusion &
nepotism
Management
commitment
Salaries
Inadequate
funding
Selection and
promotion
Centralization
of policy
Discrimination
Unfair P D T
selection
Marketing
Frequency of

PDT

11 Facilities
12 Unqualified
trainers

EII
n==7
F %

EIV
n=45

EIII

EV

n=39
F %

F

%

F

n=38
%

Trainer

Staff

Total

n=:Ll
F %

n=58
F %

n=198
F
%

1

14

12

31

10

22

19

50

0

0

19 33

61

31

2
0

29
0

9
2

23
5

8
6

18
13

0
0

0
0

2
0

18
0

0 0
10 17

21
18

10.5

2

29

4

10

0

0

0

0

0

0

5

9

11

6

0

0

2

5

0

0

3

8

0

0

2

3

7

3.5

0
0

0
0

0
0

0
0

4
5

9
11

0
0

0
0

0
0

0
0

2
0

3
0

6
5

2.50

0
0

0
0

1
0

3
0

0
0

0
0

3
0

8
0

1
0

9
0

0
4

0
7

5
4

2.50

0
0

0
0

0
1

0
3

0
0

0
0

0
0

0
0

0
0

0
0

3
2

5
3

3
3

1.50
1.50

0

0

0

0

0

0

0

0

0

0

3

5

3

1.50

9

3

2

Source: Appendix E

This table indicates, for example, that 61 respondents (31% of the population)
said that corruption, collusion and nepotism cause frustration across all
groups except Trainers. It also identifies additional concerns felt by specific
groups ( e.g. discrimination by Echelon IV).

Results

104

5.3. Professional Development and Training Processes that Could Best
Promote M O I T H u m a n Resources Capacity

Figure 5.4 shows data sources used to obtain results by research question 3 in
this area.

Research Question 3
What professional development and
fraining processes could best promote
M O I T h u m a n resource capacity?

Data Sources
Questionnaire items: 16,17,18 & 19
Open-ended questions 28,30,31 & 34.
Interviews and focus groups.

Figure 5.4 Data Sources by Research Question 3

This section outlines a number of areas such as needs analysis framework, the
effectiveness of T O C , the marketing of program, and the effects of PDT. The
issues of most successful P D T , priorities to improve PDT, ways of
improvement of H R C , and other suggestions are also covered.

5.3.1 Needs Analysis Framework

The majority of informants (n=185; 92%) agreed that fraining needs analysis
would improve h u m a n resources capacity; 4 % disagreed and 3 % were unsure
(Question 16).

The result of t-Test showed a significant difference between sample mean
(4.24) and population m e a n (3), at p-value: .0001, and t= 23.48. It indicated
agreement that needs analysis was essential for the improvement of H R C in
MOIT.
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Table 5.12 also indicates a strong consensus a m o n g all six groups.

Table 5.12 M e a n Scores of Six Respondent Groups by Item 16
No

Question

El[I
EI [I
EIV
EV
Staff
Trainer
SD Mean SD Mean SD Mean SD Mean SD Mean SD

Mean

16 Needs
analysis
improve H R C

4.29 0.49

4.69 0.52

4.24 0.61

4.16 0.76

4.36 0.50

3.97 0.88

W h e n the m e a n scores (Table 5.12) for all six groups of respondents were
examined using A N O V A , a significant difference was found at p-value: .0002
and F-value: 5.09. Despite the obvious differences (e.g. Echelon III versus
Staff), all groups agreed that needs analysis should improve H R C .

In the interview, Echelon II group perception was that there is a need for
M O I T to carry out a needs analysis. They indicated that with this needs
analysis, the organization would surely deliver betterfrainingprograms that
will improve the capacity of employees.

Analysis of Echelon III focus group data reinforced this response. Members
here perceived that needs analysis w a s essential in M O I T and the policy of
"the right m a n in the right place" should be exercised. The delivery of P D T
should be tailored to M O I T personnel needs.

The Trainers' responses in focus group reflected that with needs analysis,
C E T M O I T would k n o w exactly what P D T program is required in the
institution. They indicated that this initiative would enable C E T M O I T to
providefrainingopportunities that better suit employees.
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5.3.2 Effectiveness of T O C

Almost half of the respondents (n=84; 42%) were unsure if C E T M O I T officers
with T O C certificates were more effective than those without certificates; 3 0 %
agreed, 1 5 % disagreed and 1 1 % did not answer (Question 17).

The t-Test analysis at p-value: .16, t= 1.4, indicated no significant differ
between sample m e a n (3.11) and population m e a n (3). This supports the
indication that overall, the respondents were unsure of the superior
effectiveness of T O C qualified trainers.

Table 5.13 indicates that there is a difference of perception found among th
groups, Trainers and Staff agreeing, while others remaming uncertain.

Table 5.13 M e a n Scores of Six Respondent Groups b y Item 17
No

Question

EIV
EV
EI [I
Trainer
Staff
El[I
Mean
Mean
Mean
Mean
Mean
Mean SD
SD
SD
SD
SD
SD

17 T O C officers
more effective 2.83 0.98

2.87 1.08

2.98 0.81

2.89

0.95 3.36 1.21 3.50

1.35

W h e n these m e a n scores (Table 5.13) for the six groups were investigated by
employing A N O V A , a significant difference at p-value: .03 and F-value: 2.44
was obtained. This difference suggested that, despite a general uncertainty
among Echelons II, III, IV and V on this matter, the responses of Trainers and
Staff were quite definite.
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In the interview, one individual said:

"I a m sure that T O C officers will be more effective if they have T O C
course background, because this fraining can heighten their
competencies to do their jobs" (Staff).

The perceptions evident in the Trainers focus group data indicated confidenc
about officers w h o have T O C backgrounds. They recommended that
personnel recruitment should be aimed to select qualified officers w h o have
the knowledge aboutfrainingmanagement.

5.3.3 Marketing of Program

The vast majority of the respondents (n=197; 99%) agreed that PDT needs to
be more effectively marketed in the organization; one (0.50%) disagreed.
(This must have been the marketing officer!) (Question 18).

The t-Test result showed a significant difference (p-value: .0001, t= 37.41)
between the sample m e a n (4.37) and the population m e a n (3). Therefore, the
overall result indicates a strong agreement with the need for the proper
marketing of P D T program.

The results in Table 5.14 indicate that all groups of respondents supported
this view.

Table 5.14 M e a n Scores of Six Respondent Groups b y Item 18
No

Question

EI [I
EIV
EV
Trainer
EII
Staff
SD Mean SD Mean SD M e a n SD M e a n SD M e a n SD

Mean

18 P D T needs to
be marketed

Results

4.29 0.49

4.44 0.50

4.40 0.50

4.39

0.50

4.27 0.47

4.33 0.58
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W h e n the m e a n scores for the six groups of informants were investigated
using A N O V A , a difference between groups at a non-significant level at pvalue: .88 and F-value: .33 w a s obtained. In fact, all six groups of respondents
reinforced a strong consensus for improved program marketing.

One participant in the interview said:

....the proper marketing of PDT program is quite necessary. With this
step, employees in all units are more aware of the frequencies,
schedule and options offered by the agency (Echelon II).

Investigation of Echelon IV focus group data indicates that members believed
that C E T M O I T managers should work more professionally to inform the
whole organization of thefrainingprograms for personnel. They suggested
that marketing offrainingprograms needs to be extended more effectively in
the organization to get more people to be involved in them.

5.3.4 Effectiveness of PDT

Most respondents 153 (77%) agreed that PDT was the most effective way to
address the future challenges of M O I T ; 23 (11%) were unsure and 22 (11%)
disagreed (Question 19).

When the t-Test was used to explore the difference between the sample mean
(3.77) and the population m e a n (3.0), a statistically significant difference was
established (t=11.60, p=.0001), suggesting agreement with the statement that
P D T is the most powerful w a y to deal with the future challenges of M O I T .
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Table 5.15 shows that each group of respondents agreed that P D T w a s
effective as a tool to better face future challenges in the organization.

Table 5.15 M e a n Scores of Six Respondent Groups by Item 19

No

Ell[I
EIV
EV
El[I
Staff
Trainer
SD Mean SD Mean SD Mean SD Mean SD Mean SD

Question

Mean

19 P D T effective
for challenges

4.33 0.52

3.87 0.66

3.73 0.99

3.81

1.01

3.82 1.08

3.63 0.99

In further analysis of Table 5.15, using A N O V A , the difference between
groups w a s not significant (F= .82, p-value= .053). This reinforces the
indication that respondents' believe that P D T is very beneficial for handling
challenges in the institution.

Although the significance of PDT in improving human capacity to face
challenges of the organization w a s acknowledged by most of the participants
as in the survey result, two interviewees said they k n e w a number of staff
w h o have participated in P D T w h o had not benefited or improved
performance. O n e official commented:

...J know some people who have participated in fraining activities for a
number of occasions and have not benefited from those activities
(Echelon TV).
Another individual said:
....I once saw a certain staff member who actually had an unsatisfactory
record of achievement

and got little improvement after P D T

experience. In this case, P D T opportunities did not necessarily m a k e
him improve. I would suggest that C E T M O I T should select candidates
more strictly to send qualified and highly motivated staff to fraining
programs. Those w h o are sent for P D T activities must be those w h o
have potentials for a fair promotion in their unit (Echelon V).
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5.3.5 Most Successful P D T Activities

This section indicates the total frequencies with which P D T activities were
nominated as "most successful" by each of the response groups. It also
provides the relevant percentages of group totals (Question 31).

Echelon II

Table 5.16 shows that the majority of the group expressed the view that
seminar was the most successful P D T activity, followed by field visit,
S E P A M E N and management course.

Table 5.16 P D T by Echelon II (n=7)
No
1
2
3
4

PDT
Seminar
Field visit
SEPAMEN
Management course

Frequency % of E
6
86
5
71
3
43
2
29

Echelon III

Table 5.17 shows that the majority of the group said that a functional
workshop was the most successful P D T , followed by structuralfraining,field
visit, observation, and seminar.

Table 5.17 P D T by Echelon III (n=39)
No
1
2
3
4
5

Results

PDT
Functional workshop
Structural fraining
Visit
Observation
Seminar

Frequency %ofE
29
74
41
16
10
26
8
21
4
10

211

Echelon IV

Table 5.18 shows that most respondents described that industrial courses was
the most successful option, followed by A D U M , overseas conference,
computer course, industrial counseling and discussion.

Table 5.18 P D T by Echelon IV (n=45)

PDT

No

Frequency % of E

1

Industrial courses

31

69

2

ADUM

27

60

3

Overseas conference

15

33

4

Computer

11

24

5

Industrial counseling

6

13

6

Discussion

4

9

Echelon V

Table 5.19 indicates that professional course was identified as t
successful activity, followed by trade analysis, exhibition, A D U M and
business course.

Table 5.19 PDT by Echelon V (n=38)
No
1
2
3
4
5

Results

PDT

Frequency % of E

Professional course

28

74

Trade analysis

21

55

Exhibition

17

45

ADUM

11

29

Business course

7

18
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Trainer

Table 5.20 shows that the majority of the group said that TOT was the most
successful activity, followed by observation, policy planning seminar and
workshop.

Table 5.20 P D T by Trainer (n=ll)
PDT

No

Frequency % of E

1

TOT

8

73

2

Observation

5

45

3

Policy planning seminar

4

36

4

Workshop

2

18

Staff

Table 5.21 shows that most of the Staff informants perceived that
course was the most successful PDT activity, followed by promotion
workshop, quality control visit, archives conference, observation, domestic
trade seminar and overseas course.

Table 5.21 P D T by Staff (n=58)
P D T
No L
1 Technical course
Promotion workshop
2
Quality control visit
L 3
Archives conference
4
Observation
5
Domestic trade seminar
6
Overseas course
7

Frequency % of E
67
39
60
35
50
29
33
19
26
15
21
12

The two P D T options perceived as most successful by each group of
respondents from open-ended question 31 are summarized in Diagram 5.1.
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[
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1. Professional
course
2. Trade analysis

1

J

1. TOT,
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Trainer

^
Staff
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w

1. Technical
course
2. Promotion
workshop

Diagram 5.1 Summary of Most Successful P D T by Six Groups

5.3.6 Priorities to Improve P D T

The priorities identified by respondents for the future improvement of P D T in
M O I T (open-ended question 28) are summarized in Table 5.22. This summary
is taken from a more detailed data presentation in Appendix G. This table
shows all of the priorities suggested by Echelons II, III, TV, V, Trainer and
Staff. It also lists the frequencies, totals and the percentages of group size.
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Table 5.22 Priorities to Improve P D T
EII
n= 7
F
%

n=:39
F %

1 Fair promotion

0

0

0

0

25

56

32

84

0

0

49

84 106

54

2 Funding

0

0

14

36

35

78

0

0

4

36

0

0

53

27

3 Salaries

0

0

0

0

28

62

0

0

0

0

25

43

53

27

4 Needs analysis

6

86

19

49

0

0

0

0

10 91

14 24

49

25

5 Evaluation

0

0

30

77

0

0

0

0

0

0

0

0

30

15

6 Consistency

0

0

0

0

0

0

22

58

6

55

0

0

28

14

7 Marketing

0

0

26

67

0

0

0

0

0

0

0

0

26

13

8 Qualified T

0

0

9

23

12

27

0

0

0

0

0

0

21

11

9 Org. change

2

29

0

0

0

0

19

50

0

0

0

0

21

11

10 Commitment

0

0

0

0

0

0

0

0

0

0

20

34

20

10

11 Corruption

0

0

0

0

19

42

0

0

0

0

0

0

19

9

12 Rotation

0

0

0

0

0

0

11

29

8

73

0

0

19

9

13 P D T options

4

57

0

0

6

13

0

0

0

0

0

0

10

5

14 Facilities

0

0

0

0

0

0

0

0

0

0

8

14

8

4

15 Library

0

0

0

0

0

0

6

16

0

0

0

0

6

3

16 Aids

3

43

0

0

0

0

0

0

0

0

o

0

3

1.50

No

Priorities

EIII

EIV
n=45
F
%

EV
n=38
%

F

Trainer
n=ll
F %

Staff

n= 58
F %

Total
n=198
F
%

Source: Appendix G

Table 5.22 indicates several items which were listed b y more than half of the
particular response group. For example, Echelon IV suggested increased
funding (78%), higher salary (62%) and a fairer system of promotion (56%) as
priorities for improving P D T , while both Echelon II (86%) and Trainers (91%)
listed needs analysis as the most important factor. Overall, fair promotion
was the most popular priority.

In the-interviews, there was a variety of individual comments about the
availability of funding, salary conditions, and constraints in the organization.
S o m e participants in the interview expressed the belief that an increase of
funding is necessary and that there should be a fair promotion system in the
organization.
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One person said:
....inadequate funding has become a problem in our organization
particularly to financefrainingprogram. Top management should be
aware that funding must be increased to allow this agency to deliver
adequate training activities. But, the use of the funding should be
strictly supervised to avoid leaks. If this funding is used irregularly,
this m a y negatively impact on personnel development (Echelon III).

Another individual commented:
....personnel's salary is too little to cope with the needs of standard
lives. Therefore, it is very urgent that salary must be raised adequately
especially for lower echelons and staff. However, this increase could
not guarantee improvement of h u m a n capability (Echelon IV).
Further, another participant said:
....a fair promotion and eradication of corruption and nepotism should
be addressed appropriately in all levels to allow this organization to
have a clean system. But, a fair promotion chance should be given to
qualified officers and consistently adopted across the organization
(Echelon V ) .

5.3.7 Professionalism through Organizational Change

Perceptions obtained from the question that asked the respondents to list
three ways to improve professionalism through organizational change (openended question 30) are summarized by group in this section.
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Echelon II

Table 5.23 indicates that most Echelon II commented that deregulation can be
utilized to address organizational change followed by streamlining, provision
of qualified staff and rotation.

Table 5.23 List of Improvement by Echelon II (n=7)
No
1
2
3
4

Improvement
Deregulation
Streamlining, downsizing
Provision of qualified staff
Rotation

Frequency % of E
71
5
57
4
57
4
43
3

Echelon III

Table 5.24 shows that the majority of Echelon III said that privatization can be
used as a way to nurture professionalism followed by fair distribution of
duty, consistent exercise of career system, needs analysis and restructuring.

Table 5.24 List of Improvement by Echelon III (n=39)
No
1
2
3
4
5

Improvement
Privatization
Fair distribution of duty
Consistent career system
Needs analysis
Restructuring

Frequency
30
27
18
15
9

% of E
77
69
46
38
23

Echelon IV

In similar fashion, Table 5.25 demonstrates that the majority of E
nominated needs analysis, rotation, tour of area, a fair recruitment of staff,
streamlining and clear job distribution.

Results

117

Table 5.25 List of Improvement by Echelon IV (n=45)
Improvement

No

Frequency

% of E

1

Needs analysis

39

87

2

Rotation

32

71

3

Tour of area

29

64

4

Fair recruitment

25

56

5

Streamlining

18

40

6

Clear job distribution

7

16

Echelon V

Echelon V suggested that sfreamlining, downsizing can be used as
improve professionalism (Table 5.26), as well as tours of duty for personnel,
consistent placement of staff, fair promotion adequate facility and
restructuring.

Table 5.26 List of Improvement by Echelon V (n=38)

No

Improvement

Frequency % of E

1

Sfrearnlining, downsizing

34

89

2

Tour of duty

29

76

3

Consistent placement of staff

20

53

4

Fair promotion

18

47

5

Adequate facility

15

39

6

Restructuring

7

18

Trainer

Table 5.27 shows that the majority of Trainer group commented that
debureaucratization can be used to address organizational change followed
by needs analysis, a fair distribution of jobs and a merit-based placement of
people.
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Table 5.27 List of Improvement by Trainer (n=ll)
No

Improvement

Frequency

% of E

1

Debureaucratization

10

91

2

Needs analysis

7

64

3

Fair distribution of jobs

6

55

4

Merit-based placement

4

36

Staff

Finally, as shown in Table 5.28, the Staff group indicated that ne
rotation, a fair career system personnel galvanization, restructuring,
privatization and elimination of discrimination can be utilized to heighten
professionalism through organizational change.

Table 5.28 List of Improvement by Staff (n=58)
No

Res- U -

Improvement

Frequency

% of E

1

Needs analysis

49

84

2

Rotation

41

71

3

Fair exercises of career system

37

64

4

Personnel galvanization

29

- 50

5

Restructuring

18

31

6

Privatization

12

21

7

Elimination of discrimination

6

10
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The list of preferred ways to improve professionalism through organizational
change examined via open-ended question 30 are summarized by group in
Diagram 5.2.

MEchelon II J

1. Deregulation
2. Streairtlining
3. Qualified staff

1. Privatization
2. Fair duty
distribution
3. Career system

T Echelon rvY

f Echelon V J

1. Needs analysis
2. Rotation
3. Tour of area

1, Streamlining
2. Tour of duty
3. Consistent
placement of staff

f Trainer J.

1. Debureaucratization
2. Needs analysis
3. Fair distribution

f Staff

1. N e e d s analysis
2. Rotation
3. Fair career
system

J

Diagram 5.2 Professionalism Improvement Via Organizational Change
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5.3.8 Suggestions

Open-ended question 34 was devised to have groups provide additional
suggestions. However, of the six groups, only Echelon IV respondents (n=45)
completed

this question. They

stressed that fair promotion

(24%),

commitment of top management (18%), the eradication of corruption (13%),
and nepotism (9%) are a m o n g the contentious matters that need to be dealt
with institutionally. Thirty six percent of the group did not respond to this
question.

5.4 Strategies that Could Enhance Human Resource Capacity of MOIT

Figure 5.5 shows the data sources by research question 4 in this inquiry.

Research Question 4
What strategies could enhance the
h u m a n resource capacity of
MOIT?

Data Sources
Survey items 20,21,22,23, 24,25, 26, 27.
Open-ended questions 29,32 & 34.
Interviews and focus groups.

Figure 5.5 Data Sources by Research Question 4

This section provides an indication of strategies that could enhance h u m a n
resource capacity: P D and fraining modification, organizational change,
curriculum design, increase of options, T O T and T O C . It also raises the areas
of needs analysis, reorganization of duties, rotation, strategies for H R C and
strategies for effective professional development andfrainingprovision.

5.4.1 PDT Modification

Most informants (n=116; 59%) agreed that PDT modification was needed in
the organization; 2 8 % were unsure and 1 3 % disagreed (Question 20).
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The t-Test investigation at p-value: .0001, t= 7.78, suggested a significant
difference between the sample m e a n (3.58) and population m e a n (3). This
indicated a strong agreement on the need for P D T modification in the
organization.

Table 5.29 shows a strong consensus among Echelons II, III, IV, Trainer and
Staff that P D T modification is essential.

Table 5.29 M e a n Scores of Six Respondent Groups by Item 20
No

Questions

E][I
Mean

EI][I

SD Mean SD

EIV

EV

Mean

SD

Mean

3.89

0.84

3.00

Trainer

Staff

SD Mean SD Mean SD

20 Modification
is required

4.14 0.69

4.03

0.63

1.41

3.45 1.04

3.40

1.00

W h e n the m e a n scores for all six groups were analyzed using A N O V A , a
significant difference a m o n g groups w a s established at p-value: .0001 and Fvalue: 5.80. Echelons II, III, IV, Trainers and Staff were in favour of the
modification. The exception was Echelon V which was unsure.

In the interview, the Echelon II members indicated that PDT framework needs
to be modified to cater for the changes in the institution in the years to come.

Echelon III focus group data indicated that insights arising from
professionals, research outcomes and experts need to be accommodated and
applied to M O L T systems in order to have an effectively modified P D T
program. Echelon III felt that top management is the major factor in
encouraging change in the organization.
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5.4.2 Organizational Change

More than half of the respondents (n=110; 55%) agreed that organizational
change w a s essential to improve institutional performance; 60 (30%) were
unsure, 24 (12%) disagreed and four left the question blank (Question 21).

The t-Test analysis indicates a significant difference between sample mean
(3.63) and population m e a n (3) at p-value: .0001, t= 8.44. Overall, the
respondents were in favour of the utilization of organizational change to
improve synergy in M O I T .

The results presented in Table 5.30 indicate a strong consensus expressed by
the six groups of respondents that organizational change needs to be
encouraged in M O L T as one of the P D T chances to foster achievement.

Table 5.30 M e a n Scores of Six Respondent Groups by Item 21
No

Questions

El[I
Mean

EI [I

EIV

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD Mean SD Mean SD

21 Organization
change is
required

4.00 0.82

3.82 0.83

3.69 1.06

3.55 0.98

3.73 0.77 3.45 1.26

W h e n these m e a n scores (Table 5.30) for all six groups were explored utilizing
A N O V A , the difference between groups at p-value: .54 and F-value: .81 w a s
not statistically significant, confirming the views that organizational change
was essential in M O I T .
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O n e individual in the interview said:

....organizational change

is necessary

to be

adopted

in this

organization. With this step, personnel could become better prepared
to face the more complicated challenges of globalization in the near
future (Echelon III).

Further, Echelon II focus group data indicate that organizational change can
be used as a tool to achieve h u m a n resources improvement. They indicated
that commitment of top management to organizational change was essential.

Echelon IV focus group responses reflect the belief that organizational chang
should be included in the career system and be encouraged consistently by
the leader. M e m b e r s suggested that the leader's commitment is the
deterrnining factor in the adoption of change initiative.

5.4.3 Curriculum Design

Some (n=82; 42%) of the informants agreed that curriculum in CETMOIT was
designed centrally; 3 7 % were unsure and 2 1 % disagreed (Question 22).

The t-Test resulted in a significant difference between the sample mean (3.26
and a population m e a n (3) at p-value: .001, t= 3.30. Thus, overall, respondents
expressed agreement that there was a centralization of curriculum design.
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The results in Table 5.31 support the general consensus on this centralization.

Table 5.31 M e a n Scores of Six Respondent Groups by Item 22
No

Questions

El[I
Mean

EI][I

SD Mean SD

EIV

EV

Mean

SD

Mean

3.20

1.20

3.42

Trainer

SD

Mean

Staff

SD Mean SD

22 Curriculum
designed
centrally

3.33 0.52

3.28 1.32

1.03 3.18

1.08

3.19

0.99

W h e n the item m e a n scores for all six groups were investigated using
A N O V A , a difference between groups was not statistically significant at pvalue: .94 and F-value: .24. This confirms agreement with the statement that
there seemed to be a centralization of curriculum design in the agency.

In the interview, Echelon III group expressed the view that there should be a
balance of curriculum design between M O I T and L A N . They perceived that
so far the curriculum was planned and designed centrally.

Echelon TV focus group data indicated members' views that CETMOIT should
plan and design the organizational contents of the curriculum to feature the
duties and mission of the Ministry of Industry and Trade, and L A N should
only be involved in the preparatory stage in relation to teaching contents for
public policy.

5.4.4 Increase of Options

Almost all of the respondents (n=196; 99%) agreed that PDT options need to
be increased. Only one (0.50%) w a s unsure and one (0.50%) disagreed
(Question 23).
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The t-Test analysis at p-value: .0001, t= 37.53, indicated a significant difference
between sample m e a n (4.44) and population mean (3). Therefore, overall,
respondents strongly supported an increase of P D T options in C E T M O I T .

Table 5.32 indicates a strong agreement among all groups on the need for thi
increase.

Table 5.32 M e a n Scores of Six Respondent Groups by Item 23
No

Questions

El[I
Mean

EIII

SD Mean SD

EIV
Mean

SD

EV
Mean

Trainer

Staff

SD Mean SD Mean SD

23 P D T options
be increased

4.43 0.53

4.31 0.47

4.67 0.48

4.32

0.53

4.55 0.52

4.44 0.60

W h e n the item m e a n scores (Table 5.32) for all six groups were explored
employing A N O V A , a significant difference between groups was obtained at
p-value: .02 and F-value: 2.66. However, all groups recommended the increase
of P D T options in the organization.

The responses of Echelon V group in the interview indicated that there was a
perceived shortage of P D T for lower rank such as Echelon V and Staff. They
felt that increase of P D T options is essential, especially to cater for the needs
of lower Echelon officers across the institution. They perceived that there
should be an equal provision of opportunities for all levels of personnel.

5.4.5 TOT and TOC

The majority of the subjects (n=190; 95%) agreed that TOT and TOC options
should be offered periodically; six (3%) were unsure and two (1%) disagreed
(Question 24).
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The t-Test analysis at p-value: .0001, t= 30.94, indicated a significant difference
between the sample m e a n (4.19) and population m e a n (3). Overall, it
indicated a strong agreement a m o n g respondents on the need to provide
more frequent T O T and T O C classes.

The results in Table 5.33 show that each group strongly recommended that
T O T and T O C activities need to be delivered more regularly in the
organization.

Table 5.33 M e a n Scores of Six Respondent Groups b y Item 24
No

E][I

Questions

EI[I

Mean SD Mean SD

EIV
Mean

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD

24 T O T and T O C
to be held

4.14 0.69

4.15 0.43

4.27 0.54

4.24 0.49

4.27 0.47

4.11 0.62

W h e n these m e a n scores (Table 5.33) were examined using A N O V A , the
difference between groups was not statistically significant at p-value: .73 and
F-value: .55. This reinforced a strong perception that T O T and T O C classes
should be held more frequently in C E T M O I T .

In the interview, Echelon II group expressed the view that TOT and TOC
provide powerful opportunities to improve officials' and trainers' capabilities.
They are sure that with these courses, officers can have better knowledge and
will better perform their duties.

However, analysis of Trainers' focus group data suggested that TOC and TOT
are not the only activities seen to enhance fraining officers' capabilities.
Trainers perceived

that previous educational background

should be

considered in the selection of the bestfrainingofficers as well as trainers w h o
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effectively handle matters with regard to fraining and education. They
believed that educational qualifications need to be taken into account in the
process of officer recruitment.

5.4.6 Needs Analysis

Most informants (n=181; 91%) agreed that fraining needs analysis was
essential; ten (5%) were unsure and seven (4%) disagreed (Question 25).

The t-Test result at p-value: .0001, t= 21.56 demonstrated a significant
difference between sample m e a n (4.09) and population m e a n (3). Thus,
overall, respondents showed agreement on the importance of needs analysis.

Table 5.34 indicates a general belief by all groups that needs analysis is
necessary in M O I T .

Table 5.34 M e a n Scores of Six Respondent Groups by Item 25
No

Questions

El[I
Mean

EI II

EIV

EV

Trainer

Staff

SD Mean SD Mean SD Mean SD Mean SD Mean SD

25 Needs
analysis is
recommended

4.17 0.41

4.19 0.66

4.33

0.67 4.03

0.59 4.36 0.50 3.82

0.80

W h e n these question m e a n scores for all six groups of the respondents were
examined employing A N O V A , a significant difference w a s obtained at pvalue: .004 and F-value: 3.49. Despite the obvious differences (e.g. Echelon II
v. Staff), each group w a s in favour of recommending needs analysis in the
organization.
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Echelon III focus group data also supports this view on the value of needs
analysis in M O I T to ensure the provision of better and more equal fraining
program opportunities. They indicated that with this needs analysis, a variety
of P D T issues like funding, facilities, frequency, types of fraining and
program delivery can be identified.

5.4.7 Reorganization of Duties

More than half of the respondents (n=141; 71%) agreed that reorganization of
duties needed to be encouraged as part of P D T ; 29 (15%) were unsure and 28
(14%) disagreed (Question 26).

The t-Test analysis at p-value: .0001, t= 10.01, suggested a significant
difference between sample m e a n (3.75) and population m e a n (3). Therefore,
overall, the respondents agreed with the statement that reorganization needs
to be encouraged in M O I T .

The results in Table 5.35 indicate that each group was in favour of this
reorganization.

Table 5.35 M e a n Scores of Six Respondent Groups b y Item 26

No

Questions

E][I

EI (I

Mean SD Mean SD

EIV
Mean SD

EV

Trainer

Staff

Mean SD Mean SD Mean SD

26 Reorganization as P D T to
be
encouraged

4.29 0.76

3.33 1.22

3.60 0.96

4.16 0.76 4.18 0.60

3.76 1.16

W h e n these m e a n scores (Table 5.35) for all six groups were explored using
A N O V A , a significant difference between groups at p-value: .005 and F-value:
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3.42 w a s established. Despite the differences (e.g. E II v. E III), all groups
were in favour of the adoption of reorganization of duties as part of P D T
program.

Echelon HI focus group indicated their support to reorganization. They
suggested that it w a s time for M O I T to exercise reorganization to boost
professionalism that would allow it to modify structural units within the
organization. They believed that this could have positive impact on h u m a n
resources capacity development.

Echelon IV focus group data reinforced this view. Participants here perceived
that top m a n a g e m e n t must provide the system to allow M O I T to implement
reorganization. They believed that this would motivate personnel to be more
aware of job distribution and encourage the development of a system where
employees would be guided toward better achievement.

5.4.8 Rotation

The majority of the respondents (n=146; 73%) agreed that rotation as part of
P D T could be effective to heighten individual achievement; 1 5 % were unsure
and 1 1 % disagreed (Question 27).

The t-Test analysis at p-value: .0001, t= 11.33 revealed a significant difference
between sample m e a n (3.77) and population m e a n (3). Thus, overall, the
respondents believed that rotation policy was effective in improving
achievement.
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Table 5.36 indicates a general consensus that all six groups believed in the
effectiveness of rotation for improved achievement.
Table 5.36 M e a n Scores of Six Respondent Groups by Item 27

No

Questions

E][I
Mean SD

EIII
Mean

SD

EIV
Mean

SD

EV
Mean

Trainer

SD Mean

Staff

SD Mean SD

27 Rotation
improves
achievement

4.17 0.41

3.46 1.17

3.84 0.95

3.71

0.93

3.91 0.94

3.89 0.82

W h e n these m e a n scores for all six groups were further investigated
employing A N O V A , the difference was not statistically significant between
groups at p-value: .23 and F-test: 1.36. This indicated the general consensus
among all six groups on the effectiveness of rotation in professional
enhancement.

In the interview, Echelon IV group indicated their view that rotation allowing
personnel to m o v e dynamically from post to post in the organization w a s a
necessity in the career system within M O I T . They perceived that rotation
a m o n g personnel could avoid the feeling of post boredom for employees and
could thus help promote individual achievement.

The opinions expressed in Echelon III focus group revealed some consensus
about the powerful effect of rotation in nunimizing corruption and other
irregularities. Participants suggested that M O I T should consistently adopt
this rotation in the career system. They also suggested that a priority is to
encourage the adoption of this policy in order to eliminate discrimination.
With a non-discriminatory policy of rotation, no one would be allowed to
hold a position for a very long time.
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5.4.9 Strategies on H o w to Improve H R C
4

Open-ended question 29 asked each respondent to list three strategies in
order of preference. The resultant data are presented below by group.

Echelon II

Table 5.37 shows that the majority of the group classified supplying adequat
funding as the first rank, followed by commitment from top management, a
consistent exercise of the career system and needs analysis.

Table 5.37 Strategies by Echelon II (n=7)
Strategies
1st

Response Rate
2nd
3rd
N

S Points

Rank

%

Funding supply

4

0

2

6

86

14

1

Commitment

2

2

1

5

71

11

2

Consistent system

1

2

1

4

57

8

3

Needs analysis

1

1

1

3

43

6

4

Echelon III

In this group, as indicated in Table 5.38, organizational change was classifi
in thefirstrank, followed by recruitment of qualified trainers, eradication of
nepotism, provision of adequate facilities and better P D T marketing.
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Table 5.38 Strategies by Echelon III (n=39)
Strategies
1st

Response Rate
2nd
3rd
N

S Points

Rank

%

Organization change

14

15

3

32

82

75

1

Qualified trainer

12

13

2

27

69

64

2

Nepotism eradication

9

8

4

21

54

47

3

Adequate facility

7

6

3

16

41

36

4

P D T marketing

6

3

1

10

26

25

5

Echelon IV

Table 5.39 suggests that most of the group categorized commitment of top
management

in thefirstrank, followed by abolition of corruption, fair

promotion, increased salary, exercise of rotation and the need to follow up the
outcomes of evaluation.

Table 5.39 Strategies by Echelon IV (n=45)
Strategies
Commitment
Abolish corruption
Fair promotion
Staff salary rise
Rotation
Evaluation

1st
21
15
11
9
8
5

Response Rate
N
2nd 3rd
31
1
9
26
5
6
22
7
4
16
4
3
15
4
3
2
10
3

2 Points

Rank

82
61
58
38
35
23

1
2
3
4
5
6

%

69
58
49
36
33
22

In the interviews, some individuals commented on the need for management
commitment to P D T programs in the organization. O n e person said:
....one of the most important challenges facing MOIT human capacity
development is a lack of commitment from top management. I
strongly recommend that top management should pay better attention
to h u m a n development in the organization (Echelon III).
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Further, another person commented:
....no matter how terrific the PDT strategy is, if it is not backed by top
management, it is useless. So, the commitment of top management is
very essential. With this, policies can be implemented properly
(Echelon TV).

Echelon V

As shown in Table 5.40, the first ranked strategy was the elimination of
discrimination over staff promotion, followed by elimination of corruption,
personnel rotation, increase of P D T options and the modification of P D T
framework.

Table 5.40 Strategies by Echelon V (n=38)
Strategies
Eliminate discrimination
Eliminate corruption
Personnel rotation
Increase of options
Modification

1st
18
14
9
5
4

Response Rate
2nd 3rd
N
7
5
30
27
6
7
4
5
18
3
2
10
3
1
8

S Points

Rank

73
61
40
23
19

1
2
3
4
5

%

79
71
47
26
21

Trainer

Table 5.41 shows that the majority of the group said that needs analysis ranks
first, followed by provision of an adequate funding, exercise of organizational
change and the adoption of privatization.
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Table 5.41 Strategies by Trainer (n=ll)

Strategies

Response Rate

2 Points

Rank

1st

2nd

3rd

Needs analysis

5

2

2

9

82

21

1

Adequate funding

3

3

2

8

73

17

2

Organization change

2

2

1

5

45

11

3

Privatization

1

2

1

4

36

8

4

N

%

Staff

Table 5.42 indicates that the majority of the Staff group suggested that
increased salary ranks first, followed by elimination of nepotism, fair
promotion, provision of adequate facility for P D T , a consistent exercise of
career system and P D T framework modification.

Table 5.42 Strategies by Staff (n=58)

Response Rate

Strategies

2 Points

Rank

N

%

9

45

78

108

1

12

8

43

74

101

2

16

13

6

35

60

80

3

Facility

8

7

5

20

34

43

4

Consistent system

6

5

4

15

26

32

5

Modification of P D T

2

4

2

8

14

16

6

1st

2nd

3rd

Increase of salary

27

9

Eliminate nepotism

23

Fair promotion
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In summary, Diagram 5.3 indicates the two highest-ranked strategies for each
group. Each of these was listed by more than 60% of the response group
except in Echelon IV.

Echelon II

Echelon III

1. Funding
2. Commitment

1. Organizational
change
2. Qualified trainer

Echelon IV

1. Management commitment
2. Eradication of
corruption

Echelon V

1. Elimination of
discrimination
2. Corruption

Trainer

Staff

1. Needs analysis
2. Funding

1. Salary
2. Elimination of
nepotism

Diagram 5.3 Ranked Strategies to Improve H u m a n Resource Capacity
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5.4.10 Strategies for Effective P D T

Table 5.43 shows the frequency, percentage and the total of strategies
norninated by all groups. This summary, drawn from a more detailed data
presentation in Appendix F, lists each group's suggestions for a more effective
P D T program by ranked totals (open-ended question 32).

Table 5.43 Strategies for a More Effective PDT

No

Strategies

1

Eradication of
corruption &
nepotism
Promotion on

2
3

4
5
6
7
8
9
10

ranks
Appropriate
staff
placement
Needs analysis
& evaluation
Clear career
system
Fair staff
recruitment
Rotation
Consistency of
policy
Organizational change
Marketing of
program

EII
n=7

EIV
n=45
F

%

EV
n=38
F
%

F

%

EIII
n=39
F %

0

0

15

38

0

0

12

32

0

0

14 24

41

21

1

14

18

46

5

11

0

0

3

27

0

0

27

14

3

43

0

0

19

42

0

0

3

27

0

0

25

13

0

0

1

3

0

0

8

21

1

9

11 19

21

11

3

43

0

0

11

24

0

0

3

27

0

0

17

9

0
1

0
14

0
0

0
0

2
0

4
0

0
6

0
16

0
0

0
0

14 24
0 0

16
7

8
4

0

0

0

0

0

0

0

0

4

36

0

0

4

2

0

0

0

0

0

0

0

0

2

18

0

0

2

1

0

0

0

0

0

0

0

0

0

0

2

3

2

1

Trailler
n=]LI
F %

Staff
n=58
F %

Total
n=198
F
%

Soiirce Ap]3enc ixF

It is significant, that Echelon II regarded appropriate staff placement and a
clear career system as the most valuable strategies for improving the P D T
program.

Informants were also asked if they had any suggestions for improving P D T
(question 34). O f the six groups, only Staff provided comments here. They
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said that the exercise of a fair system (n=10: 17%) and elimination of
discrimination (n=8: 14%) could contribute positively to effective P D T
programs in the organization.

5.5 Summary of Results

Research question 1 (The extent of professional development and training
within M O I T )

Professional development is the process by which individuals increase their
competencies, skills and attitudes to perform better in their position. Training,
on the other hand, is an organizational instructional procedure by which
people leam knowledge for a certain purpose. Procedures implemented in
M O I T to date mainly focus on options such as training courses, seminars,
workshops, visits and observations in factories, both at h o m e and overseas.

Most of the options are offered internally by the organization. Some of them
are conducted externally and by international organizations. There is an
uneven distribution of and participation in P D T by location and level.
Generally, people in headquarters are more advantaged than those in
regional offices.

Research question 2 (Concerns and challenges to MOIT professional
development and training program)

The concerns and challenges facing PDT in the organization reflect a variety
of issues such as access to P D T , variety of development andfrainingoptions,
funding and facilities. The frustrating factors- collusion, corruption, a lack of
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commitment from top management, inadequate funding, unfair promotion,
discrimination, low salaries and unfair recruitment of trainers - all present
dangerous threats to the organization's H R C development.

Research question 3 (Professional development and training processes that
could best promote M O I T h u m a n resources capacity)

Systematic needs analysis is essential within the organization, as this could
enable the managers of C E T M O I T to provide a realistic and appropriate P D T
framework that suits the organizational mission. Fair promotion, increase of
P D T options and more effective marketing of the programs within the
organization would be beneficial in promoting M O I T h u m a n resources
capacity.

Research question 4 (Strategies that could enhance human resource capacity
of M O I T )

The strategies identified to enhance the HRC in the organizational system
include the right placement of staff, fair trainer recruitment, promotion on
merits and evaluation. The eradication of corruption, collusion, nepotism, job
rotation and elimination of discrimination in promotion and in the selection
of participants for programs should

also be addressed. Consistent

implementation of the career system by top management could boost
organizational morale and performance.

Organizational change needs to be encouraged so as to gain better
achievement in facing globalization and privatization. Modification of the
P D T framework and effective marketing of programs would enable the

Results

139

organization to accommodate inputs from inquiry that may contribute to the
improved delivery of programs.
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Chapter 6
Discussion

This chapter deals with the contentious matters and opportunities facing the
professional development and fraining framework in the Ministry of
Industry and Trade. The discussion is structured using the four research
questions followed by the implications of the study.

6.1 The Extent of Professional Development and Training within MOIT

The data provided in Table 5.1 suggest that involvement in professional
development and fraining is significantly uneven across the groups in this
study. Generally, P D T is more available to H Q than R O staff, and this lack of
provision is greatest in the lower echelons, especially in regional offices
which appear to be seriously disadvantaged. Echelon III seems to be offered
significantly fewer P D T opportunities than other groups.

These findings suggest that, in the provision of training, all HQ groups other
than Echelon III seem to have appropriate opportunities available to them.
However, at R O , all lower Echelon groups (III, IV, V and Staff) indicate low
levels of fraining availability. This suggests a pressing need for fraining
provisions to be increased for all Echelon III groups and lower Echelons in
the regional offices. Similar needs are identified in professional development
for Echelons III and V in the regional offices.

Overall, Echelons III and V have the lowest involvement in professional
development. The

greatest disparity of participation in professional

development is for Echelons III and V. In the fraining area, Echelon III
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officers have the lowest rate of all. In regional offices, Echelons III, IV, V
officers and staff have low rates of participation in fraining.

There is a distinction between professional development and fraining in
M O I T . A s previously stated, professional development is the process by
which individuals increase their competencies, skills and attitudes to perform
better in their position, while training is an instructional procedure by which
people learn knowledge and skills for specific workplace roles or tasks. This
distinction is consistent with claims m a d e by McCullough & McLagan,
(1983), Beach (1985), Guskey and H u b e r m a n (1995), and Tovey (1997).

Considering the importance of improving employees' competency and skills,
it is clear that inequality of opportunity for P D T participation will negatively
impact on personnel development. There appears to be considerable danger
of this effect in regional offices of M O I T and in Echelon III. People in R O
have limited opportunities for meeting promotion requirements and for H R C
development. This needs to be addressed to enable R O officers to enhance
their performance and qualifications to meet all the requirements for
organizational career promotion.

These findings reflect the perception of an essential need to address the
uneven delivery of P D T in M O I T . The identified discrepancies can be
attributed to such factors as funding, facilities, distance, needs analysis,
centralization, and the limited organizational commitment to professional
development and training in M O I T .

Discussion

142

6.1.1 Funding for Regional Offices

Although the supply of funding for personnel in regional offices is limited,
the provision of opportunities should not be ignored by the top management
in H Q . For example, M O I T could support a variety of low-cost initiatives to
enable staff in regional offices to have more access to P D T . Craig (1987), Peel
(1992) and Mevarech (1995) suggest that the provision offrainingcourses is a
means to realize h u m a n development. But this is not the only option, as
various steps to offer improvement in h u m a n capacity, such as observation,
coaching, mentoring and conferences can be harnessed by the organization.
Other techniques such as internal seminars, workshops, conferences,
periodicals, books, self-study methods, slide presentations and any steps
aiming to improve capacity and knowledge might also be developed.

An important strategy to highlight the apparent concerns of RO staff would
be for a systematic needs analysis to be undertaken as a basis for providing
more appropriate development opportunities for P D T in the regional offices.
If, for example, H Q appeared to be initially reluctant to provide more
funding, opportunities and facilities for R O staff policy planning m a y be
changed through presentation of the results arising from needs analysis
highlighting specific concerns of R O staff.

6.1.2 Facilities

The perception that facilities in the organization are inadequate is clearly
expressed by the respondents (Table 5.8). All groups, with the exception of
Staff, report that fraining facilities need to be improved. This view is
reinforced by both interview data from Echelon III and focus group
discussions with trainers.
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The interview data indicate that, due to the unsatisfactory nature of facilities
in the institution, there is a need to improve these facilities to cater for P D T
delivery for M O I T personnel. Similarly, the focus group data strongly
recommend that, as M O I T will face tougher challenges in the years to come,
more adequate facilities should be provided to meet these challenges through
provision of better P D T .

6.1.3 Distance

The geographical distance between RO and HQ has influenced the
availability of P D T in regional offices. Indonesia is a large archipelagogical
country; the distance from the West (Sabang: Aceh) to the East (Merauke:
Irian Jaya: West Papua) being almost the same as that from Perth to Sydney
in Australia.

Most of the regional offices are distant from HQ. This means that the cost of
inviting R O staff to H Q for P D T opportunities is considerable, so funding
again becomes a concern and the availability of P D T is negatively affected.
There is a need to develop P D T strategies that would allow officers to be less
dependent on personal travel. For example, R O s can speedily introduce a
regional autonomy constitution that would enable them to administer their
resources and program locally. R O can also recruit more qualified personnel
(trainers) to be stationed in the regional offices to enable them to be have
adequate h u m a n resources. For example employees can be recruited from
H Q where m a n y qualified personnel are placed.
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6.1.4 C E T M O I T Staff

The limited availability and effectiveness of C E T M O I T

staff in the

implementation of P D T in the organization is supported by the data (Table
5.13). This indicates that Echelons II, III, IV and V are unsure whether trained
officers are m o r e effective than untrained officers. Obviously, the quality of
P D T for staff improvement is reduced by this perception of the effectiveness
of fraining personnel and their performance. This m a y be overcome if as
suggested in the focus group data from Echelon III respondents the selection
of personnel become more stringent to recruit more qualified officers to
provide P D T within the organization.

Nilson (1990) suggests that the major contribution that fraining can make is
to target professionalism in developing a productive work force. H e argues
that the implementation offrainingprograms should be in accordance with
the individuals' work and responsibility so that they m a y contribute more
positively to achievement improvement. H e indicates a clear benefit of
effective framing that can be observed by the practitioners, which suggests
h o w the existence and the power of need-basedfrainingcan be used to target
the enhancement of the employees' capacity.

6.1.5 Centralization of Policy

To date, the constitution indicates that HQ holds the power to administer
regional offices across Indonesia. A s a result, the matter of centralization of
policy has become a big concern in the R O s . The implementation of P D T
programs in regional offices cannot be realized without the approval of H Q .
In m a n y cases, it takes a long time for a P D T proposal in R O to be approved,
as the administrative process is often complicated.
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This concern needs to be addressed by encouraging decentralization, where
R O could be motivated to become more independent. This can only be
achieved with the speedy exercise of the regional autonomy law which has
taken effect since January 2001 in H Q and across regional offices. With the
regional autonomy law, consequently, R O s can be more autonomous where
they have discretion to manage funding and to deal with all other issues
relating to development

proposals and

their implementation. This

constitution clearly provides for the wider political change which is required
nationally.

6.1.6 Organizational Commitment

Respondents in this study identify the commitment of top management as a
key factor in the provision of professional development andfraining.The
interview data reflect the perception that top management is not committed
to nurturing P D T in the agency. This view is confirmed by the survey data
(Table 5.11), where the need for increased commifrnent of top management to
P D T is ratedfirstby Echelons III and IV, and rated second overall. This issue
needs to be addressed before effective improvement in P D T can be achieved.
Constraints identified by survey respondents show a strong perception that
corruption, collusion and nepotism are rated as most powerful overall (Table
5.11). The commitment of top management, salaries and funding (Table 5.11)
are listed as the second, third and fourth most serious constraints
respectively by the respondents.

Some matters which could be considered and/or researched include the need
for:
• decision makers in M O I T to view P D T as an essential function with
potential for promotional advantage;
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• needs assessment to be regarded as a vital strategy to improve h u m a n
resources capacity in M O I T ;
• C E T M O I T to be regarded as part of the personnel strategic unit; and
• PDT

programs within the organization to be appropriately

designed, planned and implemented.

Clearly, there is a need for top management in MOIT to have a firm
commitment to P D T and to ensure a fairer provision of P D T between H Q and
regional offices. There is also a need for the regional offices to speed up the
exercise of the regional autonomy law in their provinces to enable them to
plan and implement their o w nfrainingand P D activities.

In conclusion, findings provided in Appendix B indicate that most of
professional development

and

training options are offered by

the

organization internally. There are limited activities implemented externally
and fewer international opportunities offered in the organization. The
professional development options implemented to date include seminars,
workshops, observations and visits. Evidence here suggests that the variety
of P D T options in the organization needs to be further increased. M O I T
needs to explore resources both within and from outside the organization
that m a y be used to provide opportunities for personnel to enhance their
capability.

In all cases, people in headquarters have more access to PDT chances than
those in regional offices. This suggests that officers in the regions are faced
with a lack of P D T options. Consequently, there will be a likelihood that R O s
might have lower quality h u m a n resources compared to those of H Q staff.
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6.2 Concerns and Challenges of M O I T Professional Development and
Training Programs

All of the following five PDT issues are contentious within the organization
and have impacted on staff performance. They relate to essential concerns
and challenges on matters of access, frequency and variety, equity,
curriculum development and management policies.

6.2.1 Access to PDT

Table 5.2 indicates that only Echelon II considers that PDT is easy to obtain;
all other echelons being inclined to disagree. There is a general agreement
across the sample of respondents with the proposition that P D T w a s

NOT

easy to obtain.

Echelon II officers are high-ranking members in the organization. It may be,
therefore, that, because of their rank and power, funding and access to
fraining at this level are sufficient. The Echelon II officers are the ones w h o
make final decisions on budget priorities and are actually located in H Q ,
where most of the P D T is available.

Knight (1998) recommends the establishment of three essential conditions to
address the issue of program access. First, program objectives and course
availability should be consistent. Second, the fraining objectives, learning
interaction and evaluation need to be coherent. Third, the time of fraining
program should continuously adhere to the set goals. This coherence
demonstrates a need for fraining program practitioners to ensure that the
program implementation targets the real needs of the participants. These
needs are not being met equally for all members of M O I T .
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6.2.2 Frequency & Variety of P D T

The respondents report that the range of PDT options needs to be increased
(Table 5.32). Despite the important role of this variable (PDT) in h u m a n
capacity development, relatively little research on frequency and variety of
P D T provisions seems to have been conducted.

Within MOIT, therefore, policy review could extend inquiries into the range o
influences on staff development, and the importance of P D T for organizational
performance. Such review and research could also investigate the claims of
Peel, (1992) and Mevarech (1995) that enhancing h u m a n resources capacity is
related to the variety of techniques used to deliver professional development
andfraining.These include: (1) a variety of types of courses; (2) programmed
learning; (3) work shadowing; (4) on the job learning and fraining; (5) the
'meister' system; (6) attachment and secondment; (7) coaching and tutoring; (8)
mentoring; (9) action learning; and (10) use of learning contracts. However,
implementing more of these m a y require increased funding. Survey results
(Table 5.7) and interview data indicate that funding is generally inadequate,
and it m a y be that the problems of infrequency and lack of variety of P D T in
R O could be solved if top management in H Q were to provide more adequate
funding for their provision.

Considering these findings and the evidence reviewed on the importance of
PDT

in personnel

capacity

enhancement, the writer suggests that

consideration of the frequency and range of P D T provisions be included in
the annual department program. Such consideration might take into account
that, the most successful P D T activities identified by the six groups of
respondents here (Diagram 5.1) are seminars, field visits, workshops,
structural fraining ( A D U M and S E P A M A ) , computer course, trade course,
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exhibitions, T O T , the personnel promotion course and the product quality
course.

To address the constraints of variety of PDT within MOIT between HQ and
regional offices, the researcher perceives that C E T M O I T can consider the use
of the information technology (IT) k n o w n as "e-HRC development" as an
alternative m o d e to implement P D andfrainingprograms.

6.2.3 Equity

A number of factors relating to perceptions of inequity and unfairness are
expressed by the groups of respondents in M O I T (Table 5.11). These include
corruption, collusion, nepotism, low commitrnent from top management,
poor salaries, inadequate funding, selection and promotion, centralization of
policy, discrimination, unfair P D T selection, marketing, frequency of P D T ,
facilities and trainers' recruitment.

These are identified as the major inhibitors to the professional development
and fraining program. Corruption and collusion were listed as the most
seriously frustrating factors by the sample of respondents and the issues of
low cornmifrnent from top management, low salaries and program funding
were listed second and third. P D T programs cannot be successful for all
members unless such concerns as these are addressed.

As discussed above, the aim of fraining is to bring positive changes in
personnel behavior in the job environment, and ultimately to enhance the
effectiveness and efficiency of the institution. This ideal might be difficult to
achieve if the current uneven availability of fraining persists. The data
indicate possible irregularities existing in R O and a perception of an unjust
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situation where R O appear to receive less P D T than H Q groups in M O I T .
Further, any lack of attention and commitment of management, real or
perceived, will inhibit both

personnel

capacity and

organizational

performance. It should be noted that a fair share of the P D T program for both
H Q and R O is essential.

Regional office staff are quite often ignored for PDT participation primarily
on the basis of the distant location of units and of budget constraints. If they
were offered chances for participation, M O I T staff in all locations indicated
they had a desire to participate in P D T , and a high motivation to improve
their professionalism (Table 5.6).

The consistent application of an equitable system to facilitate learning,
professional development and the enhancement of ability should provide a
solid starting point for the pursuit of excellence in P D T delivery. Staff would
have an opportunity to be rewarded through fairer opportunities for
promotion following their successful participation in P D T .

In summary, the findings call on top management to act justly to allow
personnel in both H Q and R O to enhance their professionalism equally and
fairly. Increased equity in professional development and fraining programs
in M O I T would lead to a general strengthening of the organization and
enhance the effectiveness of the organization to grapple with its internal and
external challenges and concerns.

6.2.4 Curriculum Development

Consideration of the data from the interviews and focus groups suggests that
significant gains for staff might be m a d e in the area of curriculum design. It is
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evident that training practitioners need to (a) become more aware that
curriculum for P D T must be m a d e more interesting, with more relevant and
stimulating material generating personnel enthusiasm, and (b) increase the
quality of P D T activities to meet the needs all M O I T personnel.

Approaches suggested by Skilbeck (1984), Marsh (1986) and Sheal (1992)
involve the development of organizational tasks and profiles as a model for
dealing with the design and planning of the fraining curriculum. In this
process, there is a need to take into account emerging views such as needs
analysis outcomes, appropriate fraining frequency, sufficient funding,
analysis of organization profiles, fair distribution of fraining and
modification of existing frameworks.

It is essential that a fraining program should reflect the organizational pol
and be designed in such a w a y as to influence the framework embracing the
real needs of M O I T employees. A n organization-focused program should be
reflected in the fraining curriculum which is provided to target capacity
enhancement. In this case, it should begin with an audit of the skills
requirements of employees in their management and technical roles,
followed by the matching of these requirements to what M O I T is requiring of
its officers.

6.2.5 Management Policies

The importance of the cormrutment of top management to boost PDT in
M O I T is reflected in Diagram 5.3. Despite this, relatively little inquiry seems
to have been conducted so far to explore this concern in the organization.
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Clearly, there is a need to deal with matters of consistency, fairer career
opportunities, and motivation to adopt principles of healthy management by
top administration. For example, if top management informs staff that
promotion is to be fairly exercised, they must ensure that it is. If management
fails to demonstrate consistency in the promotion process, it will result in
very low acceptance and credibility in staff that m a y frustrate organizational
achievement.

The researcher argues that efforts by top management to empower personnel
to become part of the decision-making process would play an important role
in H R C improvement. By allowing such opportunities, P D T managers are
cornmunicating their faith and trust in the employees of C E T M O I T , thus
enabling them to build a team approach that could strengthen the entire
agency.

Johnson, (1993) supports the view that management should be committed to
the effort of using fraining to improve H R C in the organization. A lack of
commitment

to the use of fraining courses will inhibit personnel

development.

In summary, top management, with leadership skills inspired by a fair
stance, high commitment, non-discriminatory practices, future performance
orientation and strong motivating ability is vital in C E T M O I T for the
provision of quality PDT. For this commitment to be efficient, cooperation
and coordination from top managers, middle managers and line staff within
C E T M O I T under M O I T are essential.
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6.3 Promoting H u m a n Resource Capacity Through Professional
Development and Training Framework

The discussion on promoting human resource capacity is presented in five
sections: needs analysis, marketing of P D T , program delivery, assessment of
participants and evaluation. The overall elements of P D T outlined are
integral framework for the establishment of effective program guidelines to
approach the need for h u m a n improvement in the organization.

6.3.1 Needs Analysis

The findings presented (Tables 5.12 & 5.34) suggest a priority for the
immediate analysis of P D T needs in M O I T . All groups in the study strongly
believed it w a s essential that a needs analysis be pursued in the organization.

Such analysis would lead to the identification of particular problem areas
such as uneven delivery and the limited nature of P D T options in the
organization which have been identified in this study. The analysis would
also confirm areas in which P D T appears to require further enhancement in
areas of organizational profiles, analysis of options, and audits of facilities
and resources.

The survey findings in the current analysis are reinforced by the interview
and focus group data where the determination of needs in M O I T is seen as
essential. The

establishment of goal priorities and

identification of

organizational needs for P D T activities for a rolling five year time span is
therefore recommended. P D T needs to have a future orientation with respect
to the development and implementation of an appropriate program.
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These findings are consistent with the claims of Craig (1987), Sheal (1992),
Johnson (1993) and Applegart (1995) that the identification of fraining and
development needs and profiles of the organization should form the basis for
designing and developing quality P D T programs.
Without having a systematic needs analysis and an outline of the profile of
the organization, it would be difficult for C E T M O I T to develop an adequate
P D T framework.

Nilson (1990), Sheal (1992) and Applegart (1995) suggest that through needs
analysis, weaknesses are identified and the importance of the program
outlined. Furthermore, it is pointed out by these authors that the needs
analysis process provides important information for program design- This
analysis starts with the investigation of organization profiles, outlines of
divisions, occupation descriptions and individual needs. Results of the
analysis become used to create the basis for action to meet these needs in the
organization.

Because MOIT is such a large organization, it may be worthwhile if research
in each unit is conducted to examine the details of those program needs
which could be more appropriate to the specific units. Management,
researchers and line staff might all be involved in exploring the essential
demands and framework of the professional development and training
programs required in every unit. This unit investigation could be combined
with the overall organizational needs analysis and consequently a better P D T
framework could be articulated for M O I T as a whole.
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6.3.2 Marketing of Professional Development and Training

All six respondent groups strongly agreed that PDT needs to be better
marketed within the institution (Table 5.14). There were no significant
differences

between

groups

surveyed.

Marketing

of fraining and

development programs is generally the responsibility of C E T M O I T . They are
required under the organizational mission to advance the knowledge,
competence, skills and attitudes of personnel in order to improve the
productivity of M O I T .

There appears to be a lack of an awareness by CETMOIT that marketing is
their responsibility. In fact, from evidence and the researcher's experience,
there is a need to ensure more effective communication networks within
MOIT, especially about the existence of P D T . There is also a need for
managers themselves to possess more effective communication skills to better
deal with the issue of marketing training and professional development
programs.

Armstrong (1988), Gilley and Eggland (1992) and Tovey (1997) confirm the
importance of marketing P D T properly in an organization. They note that the
existence of training programs must be communicated

clearly and

extensively to all personnel to ensure that they have equal opportunities to
participate in the programs.

Hunt (1989) argues that communication skills in the organization must be
possessed by managers to disseminate meaningful information to personnel.
This information must include stimuli that could raise staff motivation and
awareness of the opportunities available for P D T .
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For marketing of professional development and fraining programs to be
more efficient, it is further suggested that there is a need to utilize both
internal and external data sources, (e.g. information systems) to develop an
effective P D T promotion which can be marketed to personnel. Effective
marketing of programs would contribute to the satisfaction of staff demands
in achieving excellence within the organization.

The findings and the literature suggest that MOIT's management need to
become a driving force and demonstrate a cornmitment to P D T delivery by
encouraging both development and marketing of programs.

CETMOIT

needs to communicate the nature and importance of the fraining program
across the organization. Employees' awareness of P D T as a strong career
development tool has in fact been low, in part due to the limited marketing of
fraining initiatives. Effective marketing of program will overcome this
problem.

6.3.3 Delivery

CETMOIT has the responsibilities to deliver PDT for the employees in the
organization. It plans fraining program requirements, the curriculum and
schedules. It also facilitates the delivery and evaluates the programs.

Table 5.7 suggests that, overall, respondents indicate that funding was NOT
adequately provided for training delivery. Clearly then, adequate funding
must be provided to improvefrainingdelivery in M O I T .

Given that the delivery of programs is one of the roles of CETMOIT in the
organization, P D T must be evaluated to see if the program has addressed the
target audience and the real needs of M O I T staff. C E T M O I T needs to assure
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that quality programs can facilitate the improvement of the employees' skills,
competencies, morale and attitudes for their better performance.

This challenge is consistent with the expectation identified by Ulrich (1997)
and Weeks (2000), that program assessment should be m a d e by comparison
with established benchmarking, leading to improvement of participants'
competencies and achievement. In particular, Armstrong (1988) and Gilley
and Eggland (1989), suggest five processes that could be used as a strategy to
gain better achievement; planning, organizing, staffing, controlling and
marketing, all of which need to be executed to m a k e sure of effective H R C
development. Clearly, these five processes might be implemented in the
improvement of P D T delivery in M O I T .

First, the MOIT managers need to plan and coordinate the PDT program to
achieve its aim of improving the performance of M O I T personnel. This
planning involves the identification of program delivery, constraints and
supporting facilities to ensure that P D T can be delivered appropriately in the
agency. For example, managers must be able to coordinate the provision of
trainers, teaching materials, participants selection, invitation of participants
and P D T class schedules.

Second, the organizing step deals with HRC goals and objectives being
instituted in line with the organizational planning process. This requires that
managers be able to design the structure of the P D T program and to establish
relationships with the otherfrainingagencies. It is clearly necessary that the
M O I T managers should be aware of this organizing step in the managing of
PDT.
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The third step in this process, staffing, is very important in this organization.
It encompasses not only recruiting, selecting and hiring staff, but also their
placement, training and appraisal. It deals with the people, and therefore
staff development needs of the training staff must be appropriately dealt
with. The provision of awards as well as appreciation for higher achieving
M O I T employees could be used as steps toward improved delivery of
training.

Controlling or monitoring needs to be addressed in MOIT policy. It is the
process that checks and controls the function of P D T and performance
criteria within the organization. Controlling could ensure that P D T objectives
and other elements of the training such as curriculum and facilities are
properly designed and provided. Controlling is a very crucial factor that
guarantees the appropriate implementation of P D T . It requires that the
competencies as set in the goals are accomplished, and that the P D T program
implementation is not deflected from the stated objectives.

Finally, marketing of PDT requires that managers communicate the existence
offrainingprograms to all units in the organization. It also aims to enhance
the image of the P D T . C E T M O I T managers need to adopt strategies to inform
M O I T employees of the nature and importance of P D T

in career

development, personal achievement and promotion.

Forsyth (1992) argues that the delivery of fraining is effective if it is bene
to the competencies of the learners and can lead to better institutional
performance. T o this end, personal improvement is an indicator of success in
P D T activities.
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6.3.4 Assessment

There is a need for C E T M O I T to assess the participants' performance as part
of the teaching program. This is essential for monitoring development of P D T
programs, especially to meet the changing needs and to overcome
weaknesses. C E T M O I T should undertake a number of assessment approaches
to measure participants' progress including pre-test, observation and post
test. With these tests, C E T M O I T managers and trainers will be able to
discover h o w participants are progressing in relation to the implementation
of the programs.

This assessment will also enable all stakeholders in CETMOIT to more
effectively execute the programs in relation to the provision of possible
modification of curriculum to meet the requirement in the program.

6.3.5 Evaluation of Program

Evaluation of PDT activities in MOIT needs to be systematically implemented
as one of the confributing factors towards the improvement of h u m a n
resource development (Table 5.10). Systematic evaluation aims to assess a
number of processes such asfrainingdelivery, curriculum implementation,
disbursement of funding, teaching materials, participants' qualifications,
frequency, and trainee selection. With this assessment, C E T M O I T staff will be
more able to see h o w effectively these are functioning to meet the needs of
the organization.

Such findings are consistent with the claims made by Smith and Lovat (1995),
Applegart (1995) and Athanasou (2000), that evaluation that is intended to
gather insights into the planning and implementation of a program should be
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provided as a basis for further improvement. The assessment of learner
outcomes is also an integral component of the course development circle and
can be used to facilitate further improvement in performance.

6.3.6 Effect of Professional Development and Training

All respondent groups agreed (Table 5.15) that the PDT provision is the most
effective w a y to approach the need for h u m a n development in the Ministry
of Industry and Trade.

These findings are consistent with the claims made by Guskey and
Huberman (1995), Grant et al (1997) and Rae (1997) that effective fraining
offered benefits of enhancing individual potentials in order to help the
organization to achieve its goals. They argue that the P D program is
concerned with individual enterprise which meshes withfrainingthat can be
used as a tool for ensuring that people develop skills that are needed in their
workplace.

For programs to be effective they must encompass the establishment of
objectives, assessment of skills, and design solutions to meet staff needs.
These programs should assist employees to develop their skills and
competencies to enhance their performance, leading to greater ability to deal
with challenges and threats in the workplace.

Training programs should also allow personnel to overcome many
performance deficiencies within the institution. They can create motivation
for the employees that should enable them to be more productive and more
communicative in confributing to the organizational strengthening. In fact,
effective training programs should foster and heighten organizational
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competence and performance, ensuring improved skills and morale. Greater
efficiency and heightening management capability should lead to the
achievement of organizational goals.

Positive outcomes of PDT could not be always achieved for all MOIT staff.
This perception was evident in the interview data which reflected that there
are some M O I T personnel w h o participated in P D T on a number of occasions
but showed little improvement in their performance after the experience. In
this case, the participation in P D T did not necessarily lead to improved
performance. The writer suggests that it might have occurred where
participants experienced poor matching of fraining to prior skill level,
ineffectivefrainingand /or low motivation.

Given the uneven availability of PDT in the organization, why was PDT
highly rated by all employees as an effective means to promote the future
strength of the organization? O n e answer m a y be that staff and management
respondents are committed to the organization and believe that the provision
of effective P D T will enhance their capacity within it. Another explanation is
the expressed desire of personnel in all units to have fairer access to P D T . By
describing it as a highly effective strategy they are encouraging the
organization to expand its P D T programs and to provide fair and frequent
opportunities for staff involvement.

To address the uneven availability of PDT programs, it is suggested that all
units within the institution should investigate challenges and assess needs in
relation to the productivity of their units. Thefrainingand various options of
P D delivery can then be provided in cooperation between C E T M O I T and
units within the organization.
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6.4 Strategies that Could Enhance the H u m a n Resource Capacity of M O I T

This section identifies five strategies that could be used to enhance the
h u m a n resource capacity in M O I T . These are: organizational change, P D and
fraining framework, a clear career system, P D T program modification and
the use of externalfrainingand development resources.

6.4.1 Organizational Change

The data (Table 5.30) together with interview and focus group results sugges
that organizational change needs to be encouraged in M O I T . It was
suggested that this should start with the cornmitment from top management
to facilitate the confidence of all managers, line staff and employees in the
organization.

The respondents (Diagram 5.2) suggested some actions that could be
considered to nurture organizational change. These include:
•

organizational needs analysis;

•

deregulation;

•

privatization;

•

streamlining;

•

consistent exercise of system;

•

rotation;

•

debureaucratization; and

•

merit-based placement of staff.

Such findings are consistent with claims made by Smith (1992) and Blair et al
(1996), w h o argue that with the adoption of such organizational change
strategies, the organization should be more prepared to face a variety of
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pressures originating from inside and outside of the organization such as
privatization, deregulation, debureaucratization, quality, globalisation,
down-sizing, takeovers and merger and technology.

Furthermore, Want (1995) and Barner (2000) argue that the organization
needs to introduce a change to meet the demands and challenges facing staff
development, and to adopt an effective processes of h u m a n promotion by
identifying possible challenges facing the organization.

6.4.2 Professional Development and Training Framework

This study suggests the need to address the fraining framework in relation t
needs analysis, program marketing, delivery and evaluation in M O I T to
improve the organizational P D T opportunities.

These findings are consistent with the claim made by Rae (1997, pp. 24-25)
w h o suggestsfiverelevant areas to thefrainingframework: (1)frainingneeds
identification; (2) marketing; (3) fraining delivery; (4) assessment of
participants; and (5) evaluation of program. These five areas suggest integral
elements of a framework in planning and delivering training program in an
organization.

Furthermore, Grant et al (1997, p. 189), also argue that one of the processe
address a framework is to clearly determine thefrainingneeds. They claim
that, in order to develop effective professional development and fraining,
there is a need to analyze the relevant factors surrounding thefraining.They
suggest that identifyingfrainingrequirements involves a number of factors
such as job descriptions, personal profiles and organizational profiles.
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A s indicated above, only within such a framework canfrainingbe successful
in bringing better h u m a n development. For the P D and fraining to be
efficient, a number of supporting areas: needs assessment, marketing,
program delivery and evaluation need to be identified in line with the needs
of the organization.

6.4.3 Career System

Many useful suggestions for providing a more effective career system to
improve H R C in the Ministry of Industry and Trade were presented in
Diagram 5.3. The data indicate two main strategies for each group. Each of
these steps (Echelon IV excepted) w a s listed by more than 6 0 % of the
response group. The issues of funding and management commitment are the
strongest recommendations raised by Echelon II. Echelon III recommended
organizational change and the provision of more qualified trainers. Echelon
IV suggested management commitment and eradication of corruption.
Elirnination of discrimination and corruption is significant for workers in
Echelon V. Trainers nominated needs analysis and funding as important
areas to be identified for an improved career system. Finally, staff suggested
salary rises and the elimination of nepotism as priorities to enhance h u m a n
capacity. In fact, most groups expressed a need to eliminate undesirable
factors such as discrimination in participant selection and promotion,
corruption and nepotism so that consistency and fairness become features of
H R policies.

The findings of this study support the approaches suggested by Gilley &
Enggland (1989) and Barner (2000) that an organization needs to assess its
H R C strategies in order to improve performance. This assessment in M O I T
could include a number of matters of course development that relate to the
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demands of the institution (e.g. needs analysis and cost-benefits) and the
need for change.

6.4.4 External Resources

The interview and focus group data indicate that to help overcome the
funding constraints, M O I T needs to utilize a number of international
assistance sources that might support the programs, such as World Bank,
AusAID-Ausfralia, JICA-Japan and Colombo Plan. In addition, it is essential
that domestic institutional P D T providers and sources of funds are utilized.

It was also suggested in the interviews that it would be advisable to consi
international programs which have already been successful, such as
Reinventing the Government and privatization strategies in Singapore and
U S A . In the contexts of these two strategies, it w a s suggested by the
interviewees that Singapore and U S A had managed to encourage private
sector involvement in the implementation processes of various areas of
development.

It was also noted in the interviews that the skills and competencies that
individuals develop by involvement in various P D T options are likely to
m a k e them keener to deal with their specific mission and to accept
professional responsibilities within the organization. Educational policy
makers in C E T M O I T need to maintain an effective approach to change
management that promotes staff commitment to the mission of the
organization.
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6.4.5 P D T Program Modification

The survey results (Table 5.29) indicate that a review and improvement of the
existing P D T program in M O I T is needed. Despite the differences between
the respondent groups, each group in the study strongly believed that a
modification of the P D T program is essential.

The recommended changes included a demand for professionalism to
prepare the organization for more complex challenges. It was pointed out in
the interviews and focus groups that several strategies could be used to
modify the current program. These included the systematic evaluation of
outcomes and insights arising from agency feedback and the utilization of
inquiry.

The survey results (Table 5.29) indicate that these strategies are believed
have positive effects on H R C improvement and are required for the purposes
of enhancing the quality of P D T . The claims of Kotter (1990) W a n t (1995) and
Blair et al (1996) argue that a change strategy is necessary in an organization
to meet market demand and to provide a fair selection of program
opportunities for staff.

Want (1995) and Blair et al (1996) stress that, for modification to be effic
useful inputs from evaluation, discussion, staff feedback, seminar and faceto-face promotional meetings should be used to contribute to change. They
suggest that this could be dealt with by using a S W O T analysis. This method
can be used to examine the negative as well as the positive sides of an
innovation or program, thus providing a useful basis for the adoption of
change policy.
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W a n t (1995) and Blair et al (1996) further argue that there is need for a
modification strategy that could have positive impact, and even suggest that
staff participation be m a d e compulsory in order to provide better career
planning and

promotion opportunities. They

explain that program

modification must be facilitated by the cornmitment of management to drive
the equitable implementation of P D T programs. In the case of M O I T , the
creation of a realistic and transparent fraining framework is essential to
benefit the institution and achieve the established objectives of H R C
development. The commitment of top management in M O I T to the
facilitation of program modification should play a greater role to encourage a
more fair and successful provision of P D T opportunities.

6.5 Implications of the Study

The fmdings of this study will be useful for top management, managers, line
personnel, career system and policy makers in M O I T . The study, which
focuses on the perceptions of M O I T personnel, is a response to a continuous
demand by management and employees across the nation for research within
the organization. M a n y of the employees were quite critical and blunt in their
views about the need to improve P D T . Their comments reflect long-existing
and deep-rooted frustrating factors such as corruption and nepotism and
their expression here is a consequence of political reforms that have taken
place in Indonesia since the collapse of the military regime under General
Suharto in 1998.

The outcomes of the study present clear implications for policy decisions
with regard to the enhancement of personnel capacity by w a y of P D T in the
Ministry of Industry and Trade. Those concerns, challenges and frustrating
factors which respondents considered to be directly related to organizational
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performance should be considered in wider H R C planning and underline the
need for the adoption of a clearly developed P D T framework.

Sheal (1992) and Grant et al (1997) note that the analysis of needs in
developing training courses helps substantially to promote individual
capacity. The present study shows that a lack of a systematic needs analysis is
one of the major concerns facing M O I T . Thefindingshere support the claims
of Johnson (1993) and Guskey and Huberman (1995) w h o suggest that
improvement of staff competencies, performance and capacity will be gained
with the assessment of needs.

In particular, Blair et al (1996) suggest the application of SWOT analysis i
the organization to consider the plus and minus factors before decisions are
made. Ulrich (1997) and Weeks (2000) suggest the introduction of
benchmarking as strategies to be adopted in order to apply the best practice
for H R C enhancement. These suggestions are appropriate in the M O I T
situation to nurture performance across the organization.

On the other side, respondents might have felt free and willing to express
their views, since they have been frustrated and disadvantaged by such flaws
and corrupt practices as nepotism and cronyism. N o w , in a freer political
climate, they see it as time to raise real issues in this organization with the
hope that positive change could take place.

N o w they see the real

possibilities and purposes of organizational improvement in M O I T .

Furthermore, this inquiry demonstrates significant and real issues currently
facing the organization. It provides findings that can be used to create a
foundation and strategies for an improved M O I T career system and better
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policy-making processes. It also functions as a reference for P D T planning,
implementation and monitoring in an effort to improve personnel capacity.

The present findings, then, suggest that if organizational performance is to
improve substantially in M O I T , then organizational change, a

PDT

framework, articulated career system and use of external resources need to
be addressed. This can provide guidelines for planning and development of
P D T programs and career promotion practices. Such a conclusion is
consistent with the claims m a d e by Johnson (1993) and Applegart (1995) that,
in the process of improving individual capability, there is a need to adopt
instructional designs that are underpinned by the analysis of needs and all
relevant factors.

If these findings are taken as a basic reference by top management, other
implications could directly relate to personnel selection, promotion, and
institutional staff development processes. If M O I T wishes to emphasize staff
quality, it should generate a framework which considers the principles and
practices of a well-performing organization. Priorities for promotion in the
system could be given to personnel w h o meet the professional requirements,
and priorities in P D T could be established through a

framework that

incorporates integral elements from a needs analysis through to the
marketing of programs.

The results also promote the likely advantages, adding to this PDT
framework a fair career program with organizational standards, motivation
and incentives for personnel and management to pursue better performance.
A more appropriate and clearly defined structure of personnel qualification
from the begirming of a person's career to retirement within the organization
would be part of this career system.
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S o m e of the outcomes of this study indicate the need to have an increased
commitment of top management, the eradication of corruption and nepotism,
and a fairer promotion system in M O I T . For example, even w h e n excellent
systems are provided, they will never be successful if they are not supported
by top management. If a quality P D T framework is developed, management
must ensure that it is put into effect, otherwise the whole development will
fail to maximize individual potential and organizational performance.

These developments are particularly necessary to face the more complicated
challenges to the organization in the near future, arising from unavoidable
advent of phenomena of privatization, debureaucratization and regional and
global development processes.

Personnel can substantially improve their performance and achievement by
acquiring the skills, knowledge and competencies which are the outcomes of
having participated in P D T activities. The findings of this study strongly
suggest that improvement in H R C can be a most powerful tool to address
these challenges.

6.6 Summary

Professional development and fraining opportunities are uneven across the
groups in this study. Generally, P D T is m u c h more available to H Q than R O ,
and this lack of provision is quite strong in the lower echelons in the regional
offices which appear to be seriously disadvantaged. Echelon III seems to be
offered significantly less P D T than other groups. The provision offrainingin
all H Q groups other than Echelon III seems to be adequate. However, at R O ,
all lower echelon groups (III, IV, V and Staff) indicate low levels of fraining

Discussion

171

availability. There is a need for training provision to be increased for all
Echelon III groups and lower echelons in the regional offices.

The professional development options implemented to date include
seminars, workshops, observations and visits. There are clear indications that
the P D T options could be extended to include greater access, variety and
equity, refined curriculum, quality evaluation and full commitment from top
management. Other challenges facing the organization relate to adequate
funding, fairness in the promotion process, discrimination in participant
selection and promotion, collusion and corruption, appropriate recruitment
of trainers and further negotiation for sources of aid for P D T programs.

Ministry of Industry of Trade Indonesia, as one of the public institutions t
is concerned with the tasks of handling business regulation, industrial
research and development, concessionaires and a variety of commodity
imports and exports, certainly faces tougher challenges in its mission. It has
to confront the consequences of involvement in the globalization areas such
as Association of South East Asian Nations ( A S E A N ) Free Trade Agreement
(AFTA), Asia Pacific Economic Cooperation (APEC), Asia European Meeting
(ASEM), Asian-African Conference (AAC), World Trade Organizations
( W T O ) and United Nations (UN).
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Chapter 7
Conclusions and Recommendations

7.1 Conclusions

This study argues that professional development involves individuals
increasing their competencies, skills and attitudes to perform better in their
workplaces, whilefrainingencourages people to learn for the specific purpose
of enhancing their capacity and skills in their jobs within the organization.

It was noted in this study that the involvement in professional development
and fraining is significantly uneven across the employee groups in the
Ministry of Industry and Trade. P D T is m u c h more available at H Q than in
regional offices, and this effect is quite strong in the lower echelons, where
staff in regional offices appear to be seriously disadvantaged. In the provision
offraining,all H Q groups other than Echelon III seem to have appropriate
P D T available to them. However, at R O , all lower Echelon groups (III, IV, V
and Staff) indicate low levels of training availability.

There is a clear need for professional development and fraining provisions to
be increased for all Echelon III groups and lower echelons in the regional
offices. The professional development options implemented to date include
seminars, workshops, observations and visits. In this case, the variety of P D T
options in M O I T needs to be increased to meet the demands of the
employees. Another w a y of dealing with this P D T option is by providing
distance learning and flexible delivery modules.

The concerns and challenges facing PDT in MOIT reflect a variety of issues
relating to equity, access to P D T , variety of chances, curriculum, commitment
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of management, evaluation, insufficient funding, unfair promotion,
discrimination,

collusion,

corruption,

unfair

policy,

inappropriate

recruitment of trainers and inadequate facilities. These matters have become
sources

of serious impediments

to H R C

development

within the

organization.

For the PDT processes to be more successful, an effective framework needs to
be developed. The components of this framework would be: needs analysis,
design marketing of P D T , and appropriate strategies for delivery and
evaluation. Evaluation is necessary to assess the effectiveness of curriculum
implementation through fraining delivery, method of instruction, material
selection, effectiveness of courses and frequency of the program.

The adoption of program modification and organizational change as part of
the strategies would have a positive impact on the provision of H R C in
M O I T . S o m e supporting approaches could be tours of duty, tours of one
operational

area, rotation, transfer

deregulation. These

of position, privatization

and

approaches can be developed to promote personnel

development.

It is essential for MOIT to design its PDT curriculum with the application of
needs analysis in which the identification of organizational profiles, job
description, evaluation and program delivery are fundamental.

Feedback from program evaluation needs to be followed up to deal with any
weaknesses in P D T curriculum. The outcomes of this evaluation process
should be used in the decision-making process for future policy change.

The findings here indicate that there is a need to adopt specific strategies
address the variety of concerns and frustrating factors facing P D T in the
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organization. Organizational change, a P D T framework, career system and
use of external resources are a m o n g the important strategies to meet the
challenges that m a y emerge .

To help overcome funding constraints, it is advisable for the organization to
utilize a number of international assistance sources that m a y support the
programs, such as World Bank, AusAID-Australia, JICA-Japan, Colombo Plan
and U N E S C O . Private institutions which offer P D T could be utilized where
appropriate.

7.2 Recommendations

This section recommends initiatives to be adopted to address the challenges
and concerns facing

professional development and fraining within the

Ministry of Industry and Trade. The recommendations are divided into four
sections: policy, P D T framework, organizational change and further research.

7.2.1 Policy

The organizational policy design should be made to serve the interests of all
stakeholders in M O I T by accommodating the insights arising from empirical
inputs which include a needs analysis. This policy should address the issues
of cornmitment, recruitment, funding and authority, which are perceived by
members here as relevant to the design of P D T policy. For M O I T policy
design to be efficient, it is suggested that consideration of political values and
adoption of the interests of M O I T need to be reflected equally in the
implementation.
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To enhance best practice in P D T policy in the institution, there is a need to
reinforce equity and equality in promotion, participation and placement
within the institution. It follows that staff members should be given equal
chances for participation in P D T . A more transparent career system should be
created to provide equal opportunities for all personnel according to
qualifications, rank, merit and educational backgrounds. This system should
be clear to and accepted by members and be open to continuous review.

A performance evaluation process is needed to determine the value of
programs and to inform policy decisions about effectiveness, accountability
and feasibility of fraining and P D initiatives. There is a clear need for
C E T M O I T to undertake regular program evaluations to ensure that the
effectiveness of programs can be maximized and their availability equalized
across the organization both in H Q and R O .

7.2.1.1 Management Commitment

The results of this investigation provide evidence of a lack of management
commitment which is perceived as having an important relationship with the
exercise of professional development and training in M O I T . This area of
concern indicates strong grounds to call for enhancement of the role of top
management in P D T . A stronger management commitment to successful and
equitable program delivery in the organization will ensure fairer provision of
P D T opportunities between H Q and regional offices.

7.2.1.2 Personnel Recruitment

This study reveals a need for MOIT to address existing discrimination in
personnel recruitment within the organization. It is recommended that
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competence, qualifications, professionalism and the previous working
experience should be observed in the future recruitment process of
employees. O n the other side, it is also suggested thatfrainingon T O T and
T O C needs to be conducted more frequently to improve the qualifications and
skills of newly recruited trainers and C E T M O I T officers.

7.2.1.3 Funding

Generally, PDT is much more available to HQ employees than those in RO.
This problem is most serious in the lower echelons, especially in regional
offices which appear to be seriously disadvantaged. Echelon III have had
significantly fewer P D T opportunities than other groups. It is recommended
that M O I T increases P D T funding, particularly to facilitate program delivery
in its regional offices.

There is a need for MOIT to encourage RO to act at its discretion to provide
equitable funding for P D T . The regional offices should have the discretion to
seek extra funds from various sources to allow them to enhance their h u m a n
capacity. The capacity to implement P D T from a line budget would allow R O
flexibility to enhance access provision of P D T programs.

To help the organization to relieve funding constraints, it is suggested that
utilization of various sources of aid for training opportunities should be
explored

through proposals to central government for offers from

international donors such as AusAID-Australia, World Bank, JICA-Japan,

ASEM and ADB.
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7.2.1.4 Authority

This inquiry suggests that one of the reasons why regional offices are
disadvantaged is that regional offices are not fully able to m a k e use of their
power. It is suggested that regional autonomy law and decentralization need
to be exercised more speedily, as these constitutional changes could enable
R O to be more autonomous and less dependent on H Q . These initiatives can
be used to overcome the problem of the uneven provision of program
opportunities in regional offices.

7.2.2 PDT Framework

One of the challenges facing PDT in the Ministry identified in the findings is
the requirement to develop a framework which covers the areas of needs
analysis, design marketing of programs, delivery, assessment of participants
and program evaluation to ascertain the effectiveness of program outcomes.
This requirement calls for a change to an organization-based framework
where inputs from needs analysis would be accommodated

in the

implementation. A n equitable implementation of P D T program between H Q
and regional offices will offer benefits across all component institutions in
MOIT.

Alternatively, the issue of improvement of personnel quality could be
addressed by utilizing a greater variety of activities such as visits,
conferences, coaching, mentoring and observations. To meet the needs of the
organizational d e m a n d for P D T activities, it is also suggested that frequency
of P D T be increased to satisfy the increasing number of personnel w h o have
met the requirements for participation in training for promotion.
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7.2.2.1 Needs Analysis in C E T M O I T

A major recommendation arising from this inquiry is that CETMOIT conduct
a needs analysis as a basis for its o w n P D T system. For the needs analysis to
be efficient, it is necessary to provide a detailed organizational profile,
analysis of job description, analysis of tasks and design of delivery of the
fraining programs.

The job description analysis is intended to obtain

information about employees' duty backgrounds, qualifications, skills and
experiences. T h e task assessment provides information about skills, interests
and attitudes. The results of this needs analysis will be used to plan and
design better P D T programs in the organization.

It is recommended that these initiatives be applied to training courses design
in C E T M O I T . This will allow thefrainingpractitioners to more effectively
promote personnel skills, attitudes, capabilities and interests, and thereby
promote H R C m o r e successfully.

7.2.2.2 Curriculum

It is suggested that the curriculum design to be adopted in CETMOIT should
be underpinned by organization-based profiles. With this design, the P D T
program can be delivered more effectively to target the real needs of the
employees in the organization.

Among the important curriculum elements that need to be dealt with are
specification of objectives, content, method and evaluation. In this respect,
there is a need for C E T M O I T to design the curriculum in a w a y that each of
these elements is aligned with needs in each unit.
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Specification of Objectives

There is a need in curriculum design to specify the values that target the
improvement of skills and attitudes in M O I T . It is recommended that
situational curriculum be used in the specification of objectives with two
groups of factors to be observed. External factor includes issues such as
Indonesian cultural values, social expectations, education systems and the
sources of facility. The internal factors are the M O I T employees' attitudes,
needs profiles, qualifications,frainingand experience.

The specification of curriculum objectives needs include three domains: the
cognitive domain

of necessary knowledge, the affective domain of

appropriate attitudes and the domain of skills required of personnel. This
model is recommended for use in the specification of curriculum objectives
for P D T design in the Center of Education and Training of the Ministry of
Industry and Trade.

Content

The content of PDT program needs to be detailed and realistic in relation to
M O I T objectives. A number of institutional issues must be taken into account
including the learning tasks and activity, resources and facilities. The
approaches which are most effective must be developed by C E T M O I T .

Selected content needs to be organized in a way that it can be transmitted in
an appropriate sequence. The content is the subject matter of teaching and
learning. It includes interests, attitudes, values and skills related to the
learners' backgrounds and program objectives. The contents must be relevant
to the specific needs and objectives and its employees of the organization.
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For the content design to be efficient, six steps can be used in the design of
content of materials within C E T M O I T situation: (1) diagnose personnel needs;
(2) link to a description of organizational profiles; (3) specify relevant
objectives; (4) select content materials; and (5) prepare implementation.

Method

This inquiry reveals a need to develop more effective teaching methods in
C E T M O I T professional development and fraining programs. Method is
concerned with h o w the trainers organize and teach course contents. It is
recommended that the methods implemented in CETMOIT's professional
development and fraining programs should be more flexible and more
suitable to organizational and personnel needs. This requires that C E T M O I T
trainers select from a wider variety of methods than is currently the case. The
development of flexible and/or distance teaching and learning package
should be encouraged.

Assessment

More effective assessment of CETMOIT teaching is essential for monitoring
development and delivery of P D T programs, especially as these programs are
modified and extended to meet the changing needs and to overcome apparent
weaknesses. C E T M O I T should undertake a systematic course assessment
including participant testing, systematic observation, rating scales, checklists
and participant questionnaires.

Needs analysis and profile descriptions should be used in CETMOIT as the
baselines to guide participant assessment. This will enable all stakeholders in
M O I T to m o r e effectively implement the programs in relation to issues of
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accountability, adequate funding, sufficient facilities, availability and quality
of trainers and delivery strategies.

7.2.2.3 Facilities

The findings here indicate that there is need to improve facilities to suppor
the P D T program implementation in C E T M O I T . Extended use could be m a d e
of libraries, photocopiers, resource packages, halls, seminar rooms, computers
and machines. Where there are facility constraints, it is suggested that the
sponsoring organization examine various possible sources of support. For
example, Ministry of Industry and Trade is a government institution that
handles areas of industrial production including machinery manufacturing.
Increased cooperation could

be established between C E T M O I T

and

manufacturers to consider w a y s the latter might assist C E T M O I T to extend
and improve its P D T facilities.

7.2.2.4 PDT Program Delivery

It is clear that the provision of training courses is a means to realize human
resources development. But this is not the only option; a variety of other
approaches can be utilized including observation, coaching, mentoring,
conference, visits and seminars. Internal workshops, provision of periodicals,
books, self-study methods, slide presentation and briefing can also be used.
They can be utilized to improve capacity and knowledge of the employees in
MOIT.

As already indicated, PDT program delivery in MOIT would be more
effective, if equal opportunities for P D T in the organization across the nation
are provided.
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O n e w a y to deal with the distance constraints between H Q and most R O s is
the information technology k n o w n as "e-HRC development" which could be
utilized or supportive as an alternative delivery m o d e to increase access to P D
andfrainingexercises.

7.2.2.5 Program Evaluation

There is a need for CETMOIT to undertake systematic program evaluation
within the agency. Issues to be evaluated include curriculum relevance,
facilities, funding, trainer selection and performance, participant selection and
schedule offrainingdelivery.

The managers of CETMOIT should become more aware of changes required
in future programs through systematic program evaluation. C E T M O I T
should undertake a number of approaches (questionnaires, focus groups and
interviews of participants) in its P D T evaluation and should direct that
evaluation toward program delivery, achievement of goals and objectives and
identification of program

deviation over time, quality standard and

marketing of the program.

Benchmarking should be an essential part of program evaluation in
C E T M O I T . This will require that C E T M O I T extend sources, gather and
implement information, a more advanced technology in its program
evaluation.

7.2.3 Organizational Change

MOIT must be more capable of confronting competition and needs to be
prepared to face pressures for change from privatization, deregulation,
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international quality control, globalization, downsizing and

changing

technology. These pressures must be recognized and investigated by top
management as a part of M O I T commitment to change.

7.2.4 Further Research

The findings of the present study raise a number of issues which could be
considered in future research. These include a range of organizational
concerns and challenges, management commitment to P D T and specific
reviews of the P D T framework in areas of needs analysis processes,
curriculum design, delivery and the impact of systematic program evaluation.

The outcomes of these studies could help the institution to further identify
challenges and problems affecting the success of M O I T h u m a n resources
programs.

There is a need in future research for a wider representation of MOIT
personnel to include Echelon I officers and the Minister. Participation of these
groups would expand data to gain more current practice and suggestions for
future direction of P D T in M O I T .

There is also a need for the organization itself to examine possible
cooperative links with units and national and international agencies such as:
private businesses; professionals; and non-government organizations (NGOs).

7.5. Summary

This chapter has detailed conclusions and recommendations in relation to the
findings of the inquiry. S o m e useful initiatives are recommended for adoption
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in the Ministry of Industry and Trade. There is a need for the organization to
develop and implement more effective and transparent P D T policy and to
strengthen management commitment to this policy.

Other recommendations relate to improved recruitment, funding, facilities
and to more equitable distribution of P D T across the organization. Needs
analysis, improved curriculum design, more varied delivery modes and more
effective and continuous program evaluation are also necessary. The
successful

implementation

of these

recommendations

will facilitate

adaptation in M O I T to internal and external processes for change.

Recommendations for future research relate to these conclusions and to an
extension of population samples beyond those represented here. Exploration
of possible links beyond the organization is also recommended as a possible
contribution to future development of P D T , and H R C , within the
organization.
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Appendices
Appendix A: Questionnaire
Questionnaire
(Daftar Pertanyaan)
This questionnaire is m a d e available in English and in Indonesian for
supervisors and Ethics Committee.
(Daftar pertanyaan ini dibuat dalam Bahasa Inggris dan Bahasa Indonesia
untuk pembimbing dan panitia Kode Etik).
Dear respondent,
The purpose of this survey is to collect information and your perceptions
about professional development and fraining (PDT) in the Ministry of
Industry and Trade (MOIT) Indonesia. It will explore h o w program
development is implemented by Centre of Education and Training, Ministry
of Industry and Trade (CETMOIT) and what professional development
strategies could be effective in M O I T in the future.

I would appreciate it if you could assist to spend a few minutes to fill out
this questionnaire.
Your response to the questionnaire will be confidential and your anonymity
will be protected. To this end, you don't have to put your n a m e in the
questionnaire. Therefore, please be frank w h e n you complete the questions.
Please return the questionnaire within two weeks in an envelope provided.
Many thanks for your cooperation.
Yours faithfully,
Baginda Simaibang
Jakarta, March 1999 .
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Jakarta, Maret 1999
(Para responden Yang Terhormat),

(Sudilah kiranya bantuan para responden meluangkan waktunya beber
menit untuk mengisi questionnaire seperti terlampir).
(Tujuan dari survey ini adalah untuk mengumpulkan informasi dan
persepsi para responden tentang pengembangan profesionalisme dan
pelatihan (PPP) sebagai kerangka pengembangan sumber daya manusia
(SDM) di Departemen Perindusfrian dan Perdagangan (DEPERINDAG) RI.
Survey ini akan mencoba mengkaji pelaksanaan PPP di Pusat Pendidikan
dan Pelatihan, Departemen Perindusfrian dan Perdagangan (PUSDIKLAT
DEPERTNDAG), dan model PPP yang bagaimana lebih efektip di
DEPERINDAG).

(Kerahasiaan dan anonimitas para responden benar benar dijaga, da
perlu mengisi namanya. Karena itu silahkan mengisi dengan bebas dan
jujur. Terima kasih banyak atas kerjasamanya).
(Salam),
Baginda Simaibang

Choose one amongst the five answers given below.
OR:
Give answer if necessary
(Lingkarilah salah satu diantara lima pilihan dibawah ini)
ATAU:
(Beri jawaban singkat dimana diperlukan).
1. Strongly disagree (SD) (Sama sekali tidak setuju).
2. Disagree

(D)

(Tidak setuju).

3. Unsure

(U)

(Kurang yakin).

4. Agree

(A)

(Setuju).

5. Strongly agree

(SA)

(Sama sekali setuju).
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Part A: Demographics (Latar belakang responden)
1. M y Echelon is (choose one): II, III, IV, V, Trainer, or Staff.
(Eselon saya (pilih salah satu): II, III, IV, V, widyaiswara, atau pelaksana.
2. M y working unit:.
(Unit kerja saya)
3. Location of unit: (choose one) Headquarters or Regional Office.
(Tempat kerja) (pilih salah satu): pusat atau daerah.
4.1 have worked in M O I T for :
(Saya telah bekerja di D E P E R I N D A G
selama):

1. Less than 5 years (Kurang dari 5
tahun).
2. 5-10 years (5-10 tahun).
3.11-15 years (11-15 tahun).
4.16-20 years (16-20 tahun).
5. 20 years or over (20 tahun
lebih).

Part B: The current professional development and training (PDT) program
(Keadaan dari pengembangan profesionalisme dan pelatihan (PPP))
5. In whatfrainingcourses have you participated in the last two years?
(Pelatihan apa yang anda ikuti selama dua tahun terakhir?)
Type of fraining
Place
Qenis D I K T A T )
(Tempat)
6. Apart fromfrainingcourses, what other professional development have you
experienced in the last two years (e.g. conference)?
(Selain dari D D C L A T , kegiatan apa yang anda ikuti dua tahun terakhir ini
sebagai langkah pengembangan profesionalisme (misalnya konferensi).

SD

D

U

SA

7. For m e , P D T is easy to obtain
(PPP untuk level saya m u d a h didapat).
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D

SD
8.1 have found the trainers to be effective.

U

A

SA

1

2

3

4

5

1

2

3

4

5

3

4

5

3

4

5

3

4

5

(Widyaiswara pada level saya cukup
cakap).
9. The contents of m yfrainingcourses
have met m y needs?
(Bobot pelatihan yang saya ikuti
memenuhi kebutuhan D1KLAT?).
10. Training courses I have attended

1

2

improved m y performance.
(Pelatihan yang saya ikuti meningkatkan
prestasi kerja saya).
11. Professional development at m y level

1

2

increases skills and competencies.
(PPP pada level saya meningkatkan
kecakapan dan keframpilan).
12. Funding for P D T delivery is

1

2

adequately provided.
P a n a untuk P P P tersedia cukup).
13. P D T facilities need to be improved.

1

2

3

4

5

1

2

3

4

5

3

4

5

(Fasilitas P P P perlu ditingkatkan).
14. Thefrainingprovided by C E T M O I T is
based on the determination of training
needs.
(Pelatihan yang ada di P U S D I K L A T
dilaksanakan atas dasar analisa
kebutuhan D I K L A T ) .
15. Training course evaluation is
seldom followed up.
(Hasil evaluasi pelatihan jarang ditindak
lanjuti).
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Part C. Improving professional development and training
(Perbaikan pengembangan profesionalisme dan pelatihan)

16. Training needs analysis would
improve H R C in M O I T .
(Penentuan kebutuhan D I K L A T perlu
dibuat untuk meningkatkan S D M di
DEPERINDAG).
17. The C E T M O I T officers with fraining
officers course (TOC) certificates are more
effective.
(Para pegawai P U S D I K L A T yang
meiniliki sertifikat pelatihan untuk
pelaksana D I K L A T (TOC) lebih
profesional.
18. P D T needs to be properly marketed.
(PPP perlu dipasarkan lebih efektip).
19. P D T is the most effective w a y to
address the future challenges of M O I T
(PPP adalah cara yang paling efektip
untuk menjawab tantangan
D E P E R I N D A G dimasa datang).
20. P D T modification for m y level is
required.
(Modifikasi PPP pada level saya atas
dasar kebutuhan diperlukan)
21. Organization change in m y level
needs to be encouraged to improve
synergy.
(Reorganisasi sebagai bagian dari PPP
perlu dilaksanakan untuk meningkatkan
kinerja).
22. Training course curriculum is
designed centrally.
(Kebijaksanaan kurikulum D I K L A T
dirancang di pusat).
23. Option for P D T needs to be increased.
(Pilihan untuk pengembangan
profesionalisme perlu ditingkatkan.
24. Training of trainers (TOT) and T O C
should be held in C E T M O I T periodically.
(Pelatihan untuk widyaiswara (TOT) dan
T O C di P U S D I K L A T sebaiknya diadakan
secara periodik).
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SD
D
1 2

U
3

A
4

SA
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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25. It is recommended that fraining
needs analysis be attempted in MOIT.
(Disarankan agar penentuan
pengembangan profesionalisme dan
kebutuhan D I K L A T dibuat di
DEPERINDAG).
26. Reorganization or restructure that
aims to distribute duties for different
working units need to be encouraged as
part of PDT.
(Reorganisasi untuk tujuan pembagian
tugas kepada unit yang berbeda perlu
ditingkatkan sebagai bagian dari PPP).
27. Rotation as part of P D T can be
effective to improve achievement.
(Rotasi jabatan yang merupakan bagian
PPP efektip untuk meningkatkan prestasi
individu).

SD
D
1 2

U
3

A
4

SA
5

1

3

4

5

3

4

5

1

2

2

Part D . Open-ended questions
(Pertanyaan esei)
28. List three priorities to improve P D T in M O I T in the future.
(Sebutkan tiga prioritas untuk memperbaiki PPP D E P E R I N D A G ) .
1
2
3

29. Rank three strategies to improve h u m a n resource capacity of MOIT.
(Sebutkan tiga strategi untuk meningkatkan sumber daya manusia (SDM)
DEPERINDAG).
1
2
3
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30. List three ways to improve professionalism through organizational
change.
(Sebutkan tiga cara untuk memperbaiki profesionalisme melalui perubahan
organisasi).
1
2
3

31. List three the most successful activities of P D T in M O I T .
(Sebutkantigakegiatan PPP yang paling berhasil di D E P E R I N D A G ) .

32. W h a t strategies are required for a more effective professional development
andfrainingprogram?
(Langkah perubahan dan strategi apa kira kira perlu diambil agar
pengembangan profesionalisme dan pelatihan akan lebih efektif?)

33. W h a t constraints m a y frustrate these programs?
(Apakira kira penghambat untuk program ini?)

34. D o you have suggestions?
(Apakah anda punya saran?)
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Appendix B: Availability of the Extent of Professional Development and
Training b y Rank
Rank

Options
Training

Place:

HQ/RO
OV/ET
Echelon

II
(N=7)

Echelon

m
(N=39)

1. SEPAMEN
(High
management
training)

HQ
RO

2. N I L

HQ
RO

1. SEPAMA
(Middle
management
training)

2. N I L

HQ
RO
HQ
RO

Frq Professional Development Place:
HQ/RO
OV/ET
1. Management executive
HQ
RO
5
2 2. NIL
HQ
RO
0
0
SEMINAR
1. Trade analysis
HQ
2. Business communication HQ
11 3. International trade
5 analysis
HQ/OV
14
9

4. Executive
professionalism
5. Quality control
6. ISO 9000
7. A P E C seminar

Frq Total
5
2
7
0
0

1
1
1

RO
RO/ET
HQ
HQ

1
1
1
2

8. Competition policy
RO
9. Industrial waste
treatment
HQ
10. World trade
organization ( W T O )
HQ/OV
11. Compensation policy
RO
12. Z O P P method
HQ/ET
13. Negotiation technicality
HQ
14. Air pollution
technology
HQ

1

WORKSHOP

RO
15. Functional promotion RO/ET
16. Personnel management
planning
HQ

2
2
1
1
1
2
1
1

HQ/OV

2
2

17. National legal system
18. Metal processing

HQ
HQ

1
1

VISIT
19. Plant visit

HQ

2

HQ
RO

1
8

OBSERVATION

20. NIL
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Appendix B Continuation
Echelon IV 1. A D U M
(N=45)
(Lower
management
HQ
training)
RO

19
9

HQ
RO

5
12

2. N I L

SEMINAR
1. Intellectual property
right

2. TOC

HQ
RO
RO
HQ
RO
RO
HQ
HQ
HQ
RO
RO
RO

1
1
1
1
1
1
1
1
1
1
1
1
1

HQ/ET

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

HQ/OV

3. Trade analysis
4. International trade
5. Library
6. Export tax
7. Business communication
8. International trade
9. Business network
10. H o m e trade analysis
11. Staff galvanization
12. Export development
13. Management of
fraining
14. Industrial waste
HQ/ET
treatment
15. English course
HQ
16. Public servant capacity
RO
17. Consultative meeting
HQ
18. Metal test
RO
19. Cooperative business
RO
20. Energy conservation
RO
21. Internal audit
RO
22. Chemistry test
HQ
23. International trade
HQ
24. Union movement
25. Public accountancy
RO
26. Trade procedure
RO
27. Report evaluation
RO
28. Agro-industrial
HQ
development
RO
29. Medium scale industry
RO
30. Trade promotion
RO/ET
31. Facility design
RO
32. ISO 14000
HQ
33. Distribution of goods
34. Y2K problem
HQ

WORKSHOP

35. A S E A N & A P E C
HQ
liberalization
36. Commodity promotion
HQ
37. Processing-technology
HQ
38. Budget preparation
HQ
39. Risk and safety m'ment
HQ
40. M'ment of productivity
RO/ET
41. Industrial counseling
HQ
42. Energy planning policy
HQ
43. Masters degree
HQ/OV
VISIT
44. Pulp industry
HQ
45. NIL
HQ

RO
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1
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1
1
0
1
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Appendix B Continuation
Echelon V
(N=38)

1. A D U M (Lower
management
training: for
candidates who
hope to be
promoted soon)

2. NIL

Trainer
(N=ll)

1. Pancasila state
ideology

2. NIL

Workshop
1. Domestic trade analysis

HQ
RO

17
8

HQ
RO

2
11

RO
HQ
HQ

2
4
2

HQ
HQ
RO

4
2
1

5. H o m e trade analysis
6. Export development
7. English course

RO
HQ
RO

4
4
3

8. NIL

HQ
RO

3
9

HQ
HQ

1
1

HQ
RO

1
1

4. Instructional workshop
5. Metrology
6. Environmental affairs
7. Policy planning
8. Market analysis

HQ
HQ
RO
HQ
RO

2
1
1
2
1

9. NIL

HQ
RO

0
0

2. Library
3. International trade
analysis
4. Business network

SEMINAR

26

SEMINAR
HQ
RO

8
2

HQ
RO

0
1

1. World trade
organization ( W T O )
negotiation
2. Evaluation of A D U M
and S E P A M A
3. Advanced T O T

WORKSHOP
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Appendix B Continuation
Staff
1- Career
(N=58) promotion
Training

2. NIL

SEMINAR
1. Computer course

HQ
RO

28
10

HQ
RO

4
16

2. Archives management
3. Public relation
4. International trade
analysis
5. Business network
6. H o m e trade analysis
7. State property inventory
8. Coal use
9. English course
10. Photography

WORKSHOP
11. Small scale enterprise
12. Petrochemistry
13. Industry and trade
information system
14. Foreign aid
15. Surveyor

VISIT
16. Packaging

HQ
RO
RO
HQ

2
2
1

HQ/ET
RO
HQ
HQ
RO

1
2
1
2
4

HQ
RO
HQ
RO
RO

2
3
2
2
2

HQ
HQ

2
3

HQ
HQ/ET
HQ
RO

2
2
2
3

HQ

4

HQ

3

^

OBSERVATION
17. Trade exhibition

50
18. NIL
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Appendix C: Basic Questions for Interviews

1. What steps are required in MOIT to improve professionalism?
(Langkah apa kira-kira yang dibutuhkan dalam D E P E R I N D A G untuk
memperbaiki profesionalisme?).

2. Has the PDT policy been adopted consistently in MOIT?
(Apaka kebijaksanaan PPP sudah diterapkan di DEPERINDAG?).

3. What about personnel development in MOIT?
(Bagaimana tentang pengembangan personel di DEPERINDAG?).

4. What about the evaluation of the PDT program?
(Bagaimana tentang evaluasi program PPP?).

5. Is top management committed for PDT issue?
(Apakah pimpinan komited untuk hal PPP?).

6. Is PDT framework clearly provided?
(Apakah kerangka PPP jelas dilaksanakan?).

7. What do you think of the needs analysis?
(Bagaimana tentang pelaksanaan analisa kebutuhan DIKLAT?)
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Appendix D: Basic Discussion Questions for Focus Groups

1. What about PDT facilities in CETMOIT?
(Bagaimana tentang fasilitas DIKLAT yang ada selama ini di PUSDIKLAT?).

2. What about trainers in CETMOIT?
(Bagaimana tentang keberadaan widyaiswara di PUSDIKLAT?).

3. How about TOT and TOC classes?
(Bagaimana tentang pelatihan TOT and TOC?)

4. What are some of the challenges facing MOIT?
(Apaka kira-kira tantangan yang dihadapi oleh DEPERINDAG?).

5. What about curriculum design in CETMOIT?
(Bagaimana tentang prencanaan kurikulm di PUSDIKLAT?).

6. How is the variety of options and PDT frequency in MOIT?
(Bagaimana tentang opsi PPP dan frequensi kegiatan yang ada di
DEPERINDAG?).

7. What about sources of aid for PDT?
(Bagaimana tentang sumber bantuan untuk PPP?).
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Appendix E: Frustrating Factors

The responses gleaned from an exploration that elicited from groups their
comments on what constraints m a y frustrate the professionalism development
in the organization via open-ended question 33 are presented below.

Opinions obtained from Echelon II cohort (n=7) suggested that frustrating
factors were:
•

inadequate funding (n=2),

•

organizational change (n=2),

•

nepotism (n=l),

•

no c o m m e n t (n=2).

Perceptions obtained from Echelon III group (n=39) demonstrated that
frustrating factors were:
•

no commitment of top management (n=9),

•

corruption (n=7),

•

collusion (n=5),

•

insufficient funding (n=4),

•

inadequate salary (n=2),

•

unfair promotion (n=2),

•

inappropriate selection of participants (n=l),

•

no follow u p of evaluation (n=l),

•

low motivation (n=l),

•

inadequate facility (n=l),

•

no c o m m e n t (n=6)
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Views obtained from Echelon IV group (n=45) showed that frustrating factors
were:
•

no commitment of top management (n=8),

•

low income (n=6),

•

corruption (n=5),

•

religious discrimination (n=5),

•

centralization of policy (n=4),

•

collusion (n=3),

•

nepotism (n=2),

•

inadequate exercise of organization change (n=l),

•

unstable politics (n=l),

•

like and dislike practice (n=l).

•

no comments (n=9)

Frustrating factors facing PDT being revealed by Echelon V cohort (n=38) were:
•

corruption (n=ll),

•

nepotism (n=8),

•

redundancy of personnel (n=3),

•

unfair selection of personnel (n=3),

•

unjust promotion (n=2),

•

poor prosperity (n=2),

•

inconsistency of policy practices (n=l).

•

no c o m m e n t (n=8)

Opinions obtained from Trainer group (n=ll) showed that frustrating factors
were:
•

absence of needs analysis (n=3),

•

low commitment of top management (n=2),

•

unequal job distribution (n=l),
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•

tendency to train idle staff (n=l),

•

low understanding of information technology (n=l),

•

inconsistent practice of promotion system (n=l),

•

inadequate application of reinventing the government (n=l).

•

N o c o m m e n t (n=l),

Perceptions obtained from Staff group (n=58) suggested that frustrating factor
were:
•

poor salary (n=10),

•

corruption (n=8),

•

collusion (n=6),

•

nepotism (n=5),

•

inadequacy of funding (n=5),

•

improper marketing of P D T (n=4),

•

unqualified trainer (n=3),

•

inadequate frequency of P D T (n=3),

•

centralization of curriculum design (n=2),

•

unfair promotion (n=2),

•

poor library (n=l),

•

inadequate facility (n=l),

•

no c o m m e n t (n=8).
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Appendix F: Strategies for P D T

The investigation eliciting respondent's perceptions about strategies for a mor
effective P D T via open-ended questions 32 is presented below.

Strategies suggested by Echelon II respondents (n=7) were:
•

the right m a n in the right place policy should be practiced (n=3),

•

discrimination must be eliminated (n=2),

•

there should be a fair go in promotion (n=l),

•

length of holding position should be limited (n=l).

Strategies suggested by Echelon in informants (n=39) were:
•

promotion should be based on ranks (n=18),

•

corruption must be eradicated (n=9),

•

collusion should be eliminated (n=4),

•

nepotism must be addressed (n=2),

•

needs analysis is essential to be provided (n=l),

•

no comments (n=5).

Strategies suggested by Echelon IV subjects (n=45) were:
•

there should be a fair placement for high qualified staff (n=19),

•

there must be a clear system of career development to be referred (n=l 1),

•

there should be a fair promotion (n=5),

•

there should be a reward for high achieving staff (n=4>,

•

staff recruitment should be fair (n=2),

•

no comments (n=4).

Strategies suggested by Echelon V cohort (n=38) were:
•

nepotism should be abolished (n=12),
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•

evaluation of P D T program should be followed u p (n=8),

• rotation needs to be utilized (n=6),
• options of PDT are to be increased (n=4),
• disciplinary actions are essential to be adopted (n=2),
• no comments (n=6).

Strategies suggested by Trainer cohort (n=ll) were:
• there should be consistency of policy practice (n=4),
• there should be clear system of career development (n=3),
• organization change is necessary to be exercised (n=2),
• PDT investigation is essential to be conducted (n=l),
• no comment (n=l).

Strategies suggested by Staff group (n=58) were:
• corruption must be eradicated (n=14),
• religious discrimination should be addressed(n=9),
• there should be a follow up of evaluation of policy (n=7),
• appropriate recruitment of trainer needs to be made (n=5),
• there needs to be a supervision for program implementation (n=4),
• marketing of PDT should be communicated to all units (n=2),
• no comments (n=17).
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Appendix G: Priorities to Improve P D T by Group (open-ended question 28)
Priorities by Echelon II (n=7)
Priorities

Improvement Step

Frequency

% of E

1

Needs analysis

6

86

2

Increase of options

4

57

3

Uses of aid sources

3

43

4

Organization change

2

29

Frequency

% of E

Priorities by Echelon III (n=39)
Priorities

Improvement Step

1

Evaluation

30

77

2

Marketing of P D T

26

67

3

Needs analysis

19

49

4

Adequate funding

14

36

5

Qualified trainer

9

23

Priorities by Echelon IV (n=45)
Priorities

Appendices

Improvement Step

Frequency % of E

1

Supply of funding

35

78

2

Increase of staff salary

28

62

3

Fair promotion

25

56

4

Eradication of
corruption

19

42

5

Qualified trainer

12

27

6

P D T option increase

6

13

Priorities by Echelon V (n=38)
Priorities

Improvement Step

Frequency %ofE

1

Fair promotion

32

2

Consistent system

22

3

Organizational change

19

4

Rotation

11

5

Library improvement

6

84
58
50
29
16

Priorities by Trainer (n=ll)
Priorities

Improvement Step

Frequency % of E

1

Needs analysis

10

91

2

Rotation of personnel

8

73

3

Clear P D T system

6

55

4

Adequate funding

4

37

Priorities by Staff (n=58)
Priorities

Appendices

Improvement Step

Frequency % of E

1

Fair promotion

49

84

2

Salary rise

25

43

3

Top cornmitment

20

34

4

Needs analysis

14

24

5

Adequate facility

8

14

Appendix H: The Structure of M O I T Organization

Minister
Expert
Staff
Inspectorate
General

Secretariat
General

Maintains Six
Bureaus:
1. Planning
2. Personnel
3. Finance
4. Legal &
Organization
5. Public Relation
6. General Affairs

Maintains Six
Directorate
Generals and Three Agencies:

Maintains One
Secretariat and Five
Inspectorate of Regions

1. Chemical and Agro
2. Metal and Machine
3. Small Scale
4. Domestic Trade
5. Foreign Trade
6. Industrial Institution
Agencies:
1. Research and Development
2. National Export
3. Commodity Exchange

Maintains Five Centres:
1. Industrial Skills
2. Education and Training
(CETMOIT)
3. Quality Testing
4. Data and Information
5. Standardization
Maintains
26 Regional Offices
Across Indonesia

Source: Decree of the Minister of Industry and Trade on the Structure
of the Ministry of Industry and Trade Organization,
Indonesia (1998)
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Appendix K: A Sample of Coded Categories for Interviews

An example of data given by a participant in the interview, which is coded
under "evaluation" category.

I think that evaluation could implicate a number of issues such as
training delivery, curriculum, funding, teaching materials, policy
issue, frequency of program and facilities. I feel that there seems to
be a need to follow u p evaluation in the organization. W h a t I see
more essential is that inputs and outcomes of research need to be
accommodated and be included in the P D T system. With
evaluation, w e are able to detect what weaknesses might affect the
P D T exercise and what steps need to be taken to deal with
challenges.

Another example of data given by a participant in the interview, which is
coded under "needs analysis" category.

In my opinion, this organization certainly requires a needs
analysis deterrnination. I can see that in a big organization like
M O I T , a number of P D T issues can be assessed in the analysis. I
a m sure that with this needs analysis, a better program can be
delivered to tailor the M O I T needs. It can also provide inputs for
the employees in all levels on the opportunities for training
program participation.
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Appendix L: A Sample of Coded Categories for Focus Groups

An example of data given by a participant in the focus group, which is coded
under "curriculum" category.

I strongly agree that the substance of curriculum of program in
C E T M O I T should be planned and designed to cater for the
organizational mission. L A N is recommended be involved in
preparatory stage in terms of public policy. There is a need for this
agency to provide the organizational profiles which can be used in
the design of training programs to target the organizational
performance.

Another example of data given by a participant in the focus group discussion,
which is coded under " T O C and T O T " courses category.

I would say that most employees agree if TOT and TOC classes
will bring benefits to improve officers' achievement. I also suggest
that T O T and T O C must be included in the selection processes of
officers handling training. So, all officers w h o are stationed in
C E T M O I T need to have T O C backgrounds first, or once they start
job in C E T M O I T , they must participate in the T O C classes to have
a TOC

certificate. These activities will certainly heighten

employees' awareness in the discharge of their duties. Doing
C E T M O I T jobs seems to be simple, but in fact, it requires high
professionalism and competencies to address a variety of issues,
such as curriailum design and

P D T program planning in the

agency.
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